DOCUHEMT RESDHE 

ED 091 989 HE 005 548 



ADTH08 
TITLE 
PUB DATE 
NOTE 



EDRS PRICE 
DESCRIPTORS 



Theodore^ Athena 

Acadeaic Women in Protest. 

28 Jan 74 

79p.; Expanded version of a paper presented at the 
annual neeting of the Society for the Study of Social 
Problems (New York, New York, August 25, 1973) 

MF-$0.75 HC-$a.20 PLUS POSTAGE 

♦ Activism; Behavior Change; ♦Change Agents; ♦Fetoales; 
Feminisin; ♦Higher Education; Research Projects; ♦Sex 
Discrimination; Social Attitudes 



ABSTRACT 

This paper is an exploratory inquiry into some 
aspects of protest for sex equality by academic women. The analysis 
is based on published and unpublished information on sex 
discrimination in academia, as well as a sample of 65 cases of 
academic women obtained from a pilot survey. Following introductory 
material. Part II emphasizes patterns of response to sex 
discrimination including sensitizing academics, use of "regular" 
channels, confrontation, and activism outside academia. Part III 
reviews the effects of protest on the individual and on the 
institution. Part IV analyzes the accomplishments and failures 
derived from protesting women's stratagems. Part V, an overview of 
future response to the women's movement, discusses the corrective 
actions that should be taken by government agencies and professional 
associations as well as needed academic reforms. (MJM) 
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Athena Theodore 

Associate Professor of "jociology 
SI ^liiions College 

I, INTRODUCTION 

Recent protest for sex equality by academic Komen has no precedent In the his- 
tory of social movements in the United States, But following the thrust for admls-- 
slon by blacks on the nation's white campuses, the first attempts to effectuate re- 
form by women in higher education occurred during the late sixties. These efforts 
had their origin through demonstrations by the women's caucuses of some of the male- ■ 
dominated professional associations. The result was some encouraging gains, In par- 
ticular the expanding participation of women in these organisations » 

However I the gains have not been matched in the places where academic women 
work - on the campuses of the nation's colleges and unlvensities, The well-document- 
ed inequities on the status and working conditions of academic women persist on a 
wide scale • The campus-based inequities also carry over into other academically 
related work organisations such as government granting agencies ai>d private founda- 
tions sponsoring research. 

The disappointing disparity in the movement for sex equality raises timely and 
pertinent questions. How are academic women rtjspundlng to sexism and sex discrimina- 
tion in their colleges and universities, and how effective are they In the resolution 
of their grievances when they ask for equal treatment? 

Of course, the general problem demands an examination of developments far great- 
er in scope and depth and more systematic than presently available time and resources 
permit, Kence this paper is no more than an exploratory inquiry into some important 
aspects of the problem. To some extent the analysis is based *n published and 
unpublished Information on sex discrimination in academla. However, the principal 

J(]rhis is an expanded version of a paper presented at the annual meeting of the 
ifflfflaitciety for the S^ndy of Social Problems, New York City, August 25, 1973» 
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source Is a sample of 6^ cases of academic women obtained from a pilot survey, 



II. PATERIJS OF RESPONSE TO S^X DISCRIMINATION 



//omen encounter discriminatory experiences as Individuals and in groups which 
range from subtle i^xlst practices to outright job exploitation* They experience in- 
equities in the reward system such as denial of summer employment > sabbatical leaves, 
research funds, and co-authorfehip credit; and they are relegated to second-class 
citizenship by being given poor teaching schedules and other working conditions, as 
well as being excluded from teaching in graduate programs. But their main concern 
pertains to overt job discrimination in getting and keeping a job, in not being pro- 
moted and given tenure, and in bein^ underpaid in comparison with their male 
colleagues in similar specialties. 

!^hat makes these academic women decide to challenge the system? Certainly the 
supporting atmosphere of the women's movement provides a strong incentive. But spe- 
cific incidents and conditions may spark the action, only a few of which can be 
cited here. Often a single event may force the woman to protest: a blatantly ex- 
ploitative salary offer, a rejection of a recommended promotion or tenure, the stark 



"^The sample was obtained from responses to an unstructured questionnaire which was 
mailed to a select group of academic women who were known to b3 active in the move- 
ment. In addition to several basic variables, respondents wer^ asked to give a 
brief description of the situation', identifying the sexism or discrimination rela- 
tive to their cases, describing their counter stratagems, successes and failures^ 
and indicating the resulting impact on themselves, others, and changes in the insti- 
tution. Although this is a relatively small sample of convenience, it represents a 
fairly good cross section of academic women with respect to geographic location and 
size of institution, discipline, professorial rank, marital status, and age. Since 
no statistical estimation or quantification is Intended, the sample may serve our 
probing objective. 

Given ample time and resources, a systematic study of the subject would require 
a more sophisticated sample design than the present pilot study. For example, it 
would be necessary to identify first the relevant statistical population and then 
select a stratified random sample from the fram.e. Also, it would be desirable to 
survey some administrators and examine, among other matters, ways and procedures 
which might resolve grievances more expeditiously and constructively than would 
otherwise be the case. Finally, an examination of the role of the government agen- 
cies, the women's groups and organizations, and other non-campus-based individuals 
and groups involved in these cases would offer the most comprehensive view of the 
^*^sent problem. 

ERIC 
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salary figures of a recent report on sex discrimination, a new policy stating ineli- 
gibility as a part-time employee for a foundation grant, the appearance of new rules 
without precedent or cause, a decision to eliminate a position, a sudden and unex- 
pected flrinfc. In other situations the woman may decide to fight back because she 
Ka^3 r.nhhing to lose, Finally, it may be that the weariness of years of debasing 
treatrieiit and Inaction after many bona fide attempts to secure equality through hard 
work and demonstrated competence has at last- reached home, 

The responses of academic women to this state of affairs range from subtle 
maneuver.^ to open defiance and confrontation » Sometimes the incident is accompanied 
bu demonst rat ions and wide publicity. Involving the entire campusj 

"-ovt^ral year^> ago I was 'fired,' that is, given a terminal contract when I 
applies] for pro^.otion to the rank of associate professor. No reasons were 
given. This happened shortly after the appearance of my book. I was knr>t.rn 
to be a feminist and .to espouse radir^o ^^o... '^He. c^u^U^ea demon- 

strctM.'iis, Ca.i.Cvtf4ai^>ii ^.v. u^o^v^no, picKeted, and painted buildings. Some junior 
farulty organized a teach-in at which 'fired* professors from other universi- 
ties, together with myself and some students, spoke, The affair was given 
wide publicity in the media. After many weeks of such a struggle, the uni- 
versity was compelled to create committees to deal with the problem, The uni- 
versity academic senate elected a faculty hearing committee which spent approx- 
imately two weeks interviewing members of the university community," 

But more frequently than not, academic women are Involved in protracted and 

repeated appeals to compliance agencies and government officials: 

"I have asked the "^/CCG state officer to use his influence. He has written two 
letters to the state commission with no results, I have written to the 
Governor to apprise him of non-action; he referred his letter to the S30C 
state officer* I have asked my local representative and senator to use 
their Influence; they have written the Commission and called," 

The process of seeking redress to their grievances is invariably accompanied by 
a nearly endless exchange of both verbal and written communication. Telephone calls, 
letters, memoranda, committee reports, tape recordings, and num^erous other types of 
documentation pass back and forth between the woman and her departmental colleagues 
and chairperson, administrators at all levels, standing or ad hoc committees, hearing 
boards, the local and national American Association of University Professors, govern- 
ment compliance officials, lawyers, public officials, and women's groups, students, 
and other individuals both inside and outside the campus. As is evident from the 
g|^(^"ve examples, the process covers weeks, months, and even years of time, 
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In /'•enoral, wo nay distinmish Tour response Dattorns by acaderr.lc vomon to cor- 
rect Inoqultb^^ii (l) sensitizing or conriclounness-i^aisin'T on sexis'n and sex discrlm- 
Inatlonr (2) seekin^ redr^s55 to *^rievarces cn ernpl-^ynient discrimination throup:h In- 
st Itriticnal procedures^ (/)) seekin^^ reeii-^ss to r;rlevance.s on emolc>Tnent discrimina- 
tion through apnealr. to ^^overn^ent aToncios, coux'ts, and ether outside ^rrcxips and 
or'?:anlzatlons s and (■!•) workinr off campus in tho woir.on's novoTicnt, 

A woman :iay 'co involved in one, several^ or all four rer^oonse patterns at any 
one time; in ^r.any case^ all the patterns may roprcocnt dirforont 3tac:o?5 on a tine 
continuum, Indicating' increa?^lngly deeper involvcKont In a grievance process in her 
own cehalf, in tehal^ others, or in both, yoreover, for individual cases there 
may le dlscernibly sharp lines rf de7!aix;ation tetvoen the responses- However, 
rj?^?:ardless of the lack of i^'^inemGnt in the acove ^cur mineral patterns of i^sponse, 
thoy nevertheless constitute a useful conceptual arran -'o-nent vr'^.ich Thermits an effec- 
tive prer^ntation the cor^inosite picture of protest by academic worsen, 

Further explanation oT the above, using exajnoles taken fior^ the cases 6f tho 
6S r<5spcndents, v;lll be followed by an analysis of the acccm^jllshments and failures 
of the protestin.T vroien based on the findings of this study, 

A. Soiisltizin^r Acadoniia 

Academic woT.en utili^^e their vanta'^e point on the canpus in crvior to sensitise 

aca»ioir.ia about cexisir. and sex dlscrlT.inaticn. 'because cultural manifestations of 

sexist attitudes and practices ar^ so pervasive, it beeches necessaiy tt point this 

out to collea-^ues, both riale and fernale, ar/1 to attempt to raise the consciousness 

level of the entire acade^iic f^c.T.rr.unity until chan ge takes places 

"'^^^cr five years I vras rereatedlv asked t^ serve cc'^feo at faculty-student 
functions and to be secretary of co^Tittocsr T repeatedly refused, Fost 
of the corr.nittces I've served on lately don't ha\e secretaries/' 

Sexist pr^nounc^^.ents utter^:id d^rin'^ leoturo:. al^o receive suT^estions for 
aotioYi. ?cth faculty aod students rav tho tar'-et^^i 
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"I fi^ht sexism wherever I see It, For example, when I noticed in the zerox 
room a statement to medical students usin?r *he* or *she' for patients tut 'he* 
for doctors, I sent the doctor a note and he changed it. More controversially, 
when it was reported to me that a physiologist started his lecture on the 
liver to the students with 'This Is fjoing to be veiy difficulti it will be 
like xrape, so relax and enjoy it,* I bought him an anti-rape poster from the 
graphics collective of the Chicago y/omen*s Liberation Union, and wrote him a 
letter, su^^gesting that rape was not funny and in the future he should make 
jokes only at the expense of groups to which he belongs - white middle-class 
men. I had some other faculty and students sign it. He freaked. Now when 
someone makes a sexist r-emark, the class warns, 'You'll get a letter!"' 

In such counter stratag:ems the women are not acting in their academic roles but 
as members of the female sex. They may remind, admonish, scold, or in some way 
bring to the attention of others the need to chs.nge sexist attitudes and practices • 
They accomplish their objectives through both subtle and direct expressions of d53- 
approval in departmental and committee meetin/3;s and, -nore effectively, during inform- 
al encounters, at campus social gatherings, and through their classrcom teaching, 
especially in courses concerning women. 

Not a,ll women express their protests as vociferously as the examples above may 

suggest. Sensitizing one's self is a prelude to sensiti2in>c!: othersi 

"Ky position here is that of being the only woman in the department. People 
are quite obviously not used to having a woman around except in secretarial 
status. Now I feel a commitment to be available to the women students, both 
at the undergraduate and graduate levels. Already in my few short months 
here I can feel this need and have begun to bo of some help. However, I have 
also noticed a great many women who are 'unliberated* and would actually like 
nothing else. " 

This respondent has yet to create great waves on her campus but she is beginning to 

see herself as a subject of sex discrimination with a task ;^head of her, unlike the 

following respondent who has 'made* it in academla and whose consciousness has 

reached a certain level and stopped there j 

"I have tenure, have received accelerated promotion, have had every considera- 
tion in my department. As I see it, many women in academia do not press for 
administrative posts and more responsibility (and better paid positions) because 
they are already handling; two full-time jobs - teaching and family. That is my 
situation. I know that more women should be department chairmen, deans, vice- 
presidents, etc., but I don*t want more responsibility so I am hesitant to 
bandstand for representation in these areas.'' 

At the same time, the above remarks also point to a problem that piay beset academic 

women as well as other women - how to allocate time between work and home; however, 

ERJC is Interesting that no other respondent even suggested that this was a problem. 



The coaaclousne^5s-raisln^^ function In the activities of campus KctriGn*s f^wups 

Is also nianlfested in the support provided to Individual women. A. newly appointed 

instructor Illustrates how a women's f::roup has made her the beneficiary of a feeling 

called "sisterhood*' I 

"I have contacted and been contacted by the women* s faculty group on campus 
and expect to develop this relationship, I find their existence in many 
ways a great comfort when I am feeling down." 

Another academic woman active in an outside women's orecanization speaks of the im- 

pcrtanoe of expanding even further both the concepts of consciousness-raising and 

sisterhood as one interrelated objective for her campusj 

*'In spite of these problems^ however, progress is being made ~ mainly in 
the iTitnds of woir.en faculty members, They are becoming more aggressive in 
their discontent, at least to the point of discussing their problems 
with each other and in some cases organizing into effective organs for 
change ♦ They are becoming aware that they have legal recourses and are 
daring to use thorn, '^e aren*t going to s^^e more dramatic changes on 
campuses until this consciousness-raislns> continues and increases and 
women become more vociferous and more adept at using what pressure is 
available to them, I think the counter to sex discrimination Is just 
beginning and a gieat deal lies ahead. But it is beginning, and there 
is no turning back/* 

The act of sensitizing others in the academic community goes beyond changing 

'.efinitions of sex roles. Consciousness-raising is also focused on the academic 

role, especially with respect to the status of women tn the person^ s own campus. 

^'requently, the woman's statement of her personal P^rlevances may be diffused with 

remarks about her male colleagues: 

^ounger male colleagues are more open and wlllln^r to discuss the problem 
of sex discrimination than their older colleagues, but this is effectively 
cancelled out by the fact that there is very much more job insecurity and 
competition in the younger age bracket. Older men, including those with 
tenure, just don*t want to listen, They probably feel residual guilt at 
having exploited their own wives and fear a threat to their own comfort 
and convenience from a domestic revolt, '/hen I raise the matter, they 
invariably point to the fact that the employment situation In physics is 
extremely bad now for men as well as women, which is especially infuri- 
ating coning from the lips of tnose who denied me entry into the physics 
profession five years ago when the job market was many times more 
favorable; " 

The appearance of reports and other Information documenting sex discrimination 
often constitutes the most important part in this consciousness-raising response 
-pattern because it has an impact on the 'greatest number of women, ^cr it is at this 
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point that academic women first be^^in to assess their own positions seriously and 
plan their moves relative to anticipated moves from their ad?iiinistratlons and pos- 
sibly others I 

'*! had done two thin,^s when the situation seemed Impossible > (l) I berran to 
record incidents with specifics re^ai^Ainf^ names ^ dates, places, episodes, 
(2) 1 saw an excellent feminist lawyer so I would be able to put the situ- 
ation in a le^al perspective and negotiate on strength and knowledge 
rather than fear. Meanwhile, I was teaching myself about lawj what is 
really evidence as opposed to hearsay, how does 0j;e logically and force- 
fully write a 'case,* what non-rational aspects of the situation are 
operative, and how do I most effect ivoly respond? I finally ^f^ot a 'plan 
of action,' I would 'appeal.' >y friends told mo this almost never was 
done; noone ever wins out, lut on :^:'lnoiple, even though I could not 
win, certain issues needed to be ii.v:u:-^sed in full with the president*" 

In addition, the le'^ltinacy of writto^n reports, even those conducted under auspices 
other than those of the administration, are also directed towards reachjpf; the wid- 
est possible audience in the campus ind local newspapers, ^lere is an excerpt from 
the report of a canpus-based women's r::roup: 

"Durinfi; the initial year the Committee of ;/op.en on Campus has been Involved 
in these actions: carryinr? out meetinirs and forums to discuss Issues of 
women's jqual treatment and equal opportunities on the University campus; 
sugc^estinf^, lists of qualified women candidates for opentnf?;s in professional 
positions on the staff and faculty; preparin/^ and submittlnf^ to the chan- 
cellor an affirmative action plan; presentln^^ a prospectus to the Chan- 
cellor's Office for^ a university-wide pron;ram to brin/t men and women into 
'rare' fields - professions not traditionally followed by women, such as 
unf^ineeriniG', physics, business administration, and for men fields such as 
early childhood education, lan.^a^e, "^nr^llsh, and social work." 

It is important to emphasize that any <^ains in sensitizing^ male collea^^Aics and 
administrators should be carefully weighted a^^ainst the possibility of creatinj^>; a 
hostile environment from backlash, It is one thing to utter sexist jokes to stu- 
dents, as did the male professor in an earlier example; there was no immediate 
threat to his position or to his status in that case. But it is quite another 
thinr; wh^^n coTipotence is the issue, as in the following situation of an outstanding^ 
teacheri 

"In this environment it is almost as thouG;h anythin?^ p:ood I mlfd^t do is 
defined as bad, Vhen I won the highly coveted graduate teaching award, 
not one of the full professors congratulated me. In fact, the scuttle but 
started the next day that teach in^-^ awards wont to persons who fed students 
beer and spa^ietti, (I've nevt^r even fed them cokel)" 
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As yob no '^on?,! and specific p;rlevances have teen advanced requesting prompt 
and positive action, I'evertheless, we may have ^rleaned from the ctatements of some 
of our resoondents that a sio:nificant aspect of the first response pattern is the 
belief, in soite of doubts and discoura^^in^ statements, that sex inequities will be 
corrected » even belatedly , within the campus boundaries with administrative 
initiative, 3utj as we know, wishful thinking never changed the status quo . 
The accounts of our respondents show that unless someone rises to protest such 
inequities openly, not much will happen for academic women beyond the reco.^rnition 
that a problem exists, 

:t Usin^^ the *'ae^lar Channels" 

Sensitizin^^ am- consciousness-raising are primarily directed towards corxt^ctin^, 
sexist practices in- the academic community, sometimes even resiilting in an adminis- 
trative response to be-^in the process of eliminating sex discrimination amonf^ faculty 
women, t'ore ireqiiMntly, administrative failure to respond favorably may move some 
>:omen to take matters into their own hands, This is particularly so when sex dis- 
criminatory policies and practices relate specifically to their own employment terms 
and conditions o^ irork, This action constitutes a first step in the /grievance pro- 
cess, foliowinr^ a patient (and often loni^) wait while (';enoral appeals and recommcnda- 
tions continue to brinr;; no improvement,' 

oome of the remar':s already quoted point out the marnitude of the task ahead, 
if not a sense of hopelessness, even before any specific f;rievances are presented; 
on the other hand, even extensive unsuccessful efforts concornin,«^ specific grievan- 
ces do not mark the limit of one's endurance*. 

'* iix months earlier I had politely talked to the trustees about those issues 
but lack of action and corrimitment in the ensuln^^ six months indicated these 
ideas were not taken seriously by the administration? i,e,, they vrere 
passively allowing; discrimination by not makin.-r wholehearted efforts to 
remedy inequalities, 

It s!iouM be enphasi'-ed even before v;e examin^^ the second responno pattern that 

the 

/difficulties women encounter in academia be.f^in even while th.ey are i^till in r^raduate 
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school, where their barf]:aining power is weak, to say the leasti 

"When I was at grad school a new professor attempted to 'seduce* me both 
Intellectually and sexually, asking that I drive him home after evening 
classes, plying me with French wine, etc. I rejected his advances and dis- 
cussed my case vrith other grad students and a former woman professor who 
had been my first advisor and helped me in obtaining my grad assistanishlp. 
At my oral exams he proceeded to try to discredit both my thesis and my 
former advisor. Finally, without my breakdown or any support from the 
other committee members, he relented, stating that the drilling was just 
part of the 'rites of passage."' 

Another student has a more dramatic variation on the same theme j 

"In order to pass my prelims, I prostituted my body. In order to have my 
dissertation accepted, I am prostituting my mind. The body prostitution 
was successfully executed? the mind prostitution is still in process." 

Intellectual competence seems to be especially under fire in graduate school dis- 
guised in unexpected waysi 

"I believe the oral examination for my dissertation was an extreme case of anti- 
female prejudice. Certainly it was the occasion of the most personally wounding 
attack I ever experienced. Briefly, the meeting started off with a bitter 
criticism of ray prose style and germanic length sentences. Kot ever having 
learned my place, I responded with a vigorous defense. It was all down hill 
after that. One of my committee members actually referred to me as ^Ilsa 
Koch.' The research was eventually published, and the discovery that I had 
made seiendipitiously was later Independently replicated by another investi- 
gator/' 

The second stage or response pattern usually begins with a special request for 
improving the terms of employment. It is usually addressed to the department head 
or immediate superio.r. beyond this point the specific grievance takes an erratic 
course which varies from one campus to the next. Irrespective of direction, the 
appeal process is usually long and arduous, as well as frequently painful and disap- 
pointing. It may involve repeating over and over the well-documented information to 
Intermediary committees and administrators up to the college president or niverslty 
chancellor. Not infrequently, it is during this stage that the grievance process 
becomes an adversary relationship, a state of events on which we will focus later. 

1* Gettlnp^ One Foot in the Door . 

Kany women report that they occupy marginal positions of temporary or part-time 
employment, Usually, these positions are not on the "tenure track." Furthermore, 
many cases the terms of employment are quite unfavorable and exploitative com- 
pared with similar positions held by ment » __ _ _ 
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"Tl;e follouin^ li/c acadenilc years were sjjont w-^rVwin^ e^^ser.tlally full^tl^ne 
. but urisalaris^d her^ cn other department nemfcers' research projects, xisln^r 
their r<^Gearoh and coTiputer funds, At the same time, two vhite male re- 
search workers vrere working In the sane area at salaries of approximately 
.»10,OCO per anna'n each and oroduced far less research than I did," 

An appointment na/ also be marginal by being in a department or program which 

is outside the woman^s discipline or in an area peripheral to her oKn specialty, 

as the follovinp; remarks revealt 

"I was called in by the actin<? head of the Psycholo.<>y Denartmont to see 
if I would help teach the introductory course, '[e vas very straightforward 
in pointing out that it was not a position that carried consideration for 
faculty tenure, but of course I hoped that ooint would be reconsidered. 
After seme discussion I was accorded the title of ^/isitln?:^ Assistant Pro- 
fessor, Ihe 'jniversityMvas in a bind that year for a statistics teacher, 
so they also, at my insistence, ^ave me that title," 

Mecpitism rules also are cited as cne administrative policy barrin*^: the 
employment of other:^ise qualified academic women, alth0U;^;h such practices are dis- 
criminatory and illegal. Despite the double standard implied in nepotism, the 
department may have little choice but to follow the university's policyi 

"I had particular difficulty in obtaining employment due to the previous 
existence of a nepotism rule at our institution, ("y husband is also an 
economist,) Ourinr the time I sought employment thei^, male economists were 
hired with lower lualtf ications, and I was not. In the end, the nepotism 
rule was ov^^rturned, but I had to work part-time until that happened," 

lut nepotism rales may also be conveniently abandoned by a department i 

"The university refused to hire me except on a Dart-time basis because my 
husband was in the same department, theoretically because of a *law* 
against nep-^tlsm, V.y husband, who was tenured and an cstab^lished scholar, 
r^si7:ned and left, I was then hired full-time by the department, Vy 
husband was then re--hired, and we both now have tenure. Cf course, the 
dan^r here is that the husband Mi.^ht be dealt ruts we commuted for two 
years (StO miles by air) before everything was strai,<^htcned out. In our 
case the strata ^-en rrorked," 

Perhaps the ::reat^st irf^i^e of explt^itaticn ^or aoademic women occurs when they 
accept part-time aor.olntrrents, Such an appointment, unlike that of most T.ale aca- 
demicians, us'jally ocnsfltutes the woman's only employment. Although pra^^tioes 
perceived as exrO.citative vary, dis-^riminatlcn typically reaches the T)cint of belnfT 
blatantly over^ ii: ^art"t)'ne c^riployment , as in the following case 5 

";.y lectureship; is temporary' part-time work, aocordln.? to tho university, 
brjt I really hav-: a full-tim.e load in the fall term, and a 2/3 load in the 
sprin^^t My contract is for cne torm at a time and my ray is "^1,500 per course. 
This sprlni^ I was se>oted for a ^rant cf 2,000 from the National ^endowment 



Pa^.e 11. 



for the Humanities, but I could not not receive the arrant because my appoint- 
ment waft n^t a 'n^/^ular* appointment* Had my position been one in which I 
mifi;ht • nake 'future contributions' by teachingj I would have been eligible 
to receive the award, I am fully qualified to hold an Assistant Professorship 
as I have a Ph.D, and two publications, I complained to the English Depart- 
ment that the terms of my appointment wer^ unfairly excluding me from receiving 
grants or stipends from ir*J{, The department passed a regulation that they 
would 'study* the circumstances of the lecturer and attempt to insure ^pro- 
fessional status' for the lecturer*3* position as an appointment of 'indefinite 
duration,' meaninjp: that I would be assured of employment as long as the enroll- 
ment of students in freshman 'Ln^lish (the only classes I an allowed to teach) 
remained constant. I am not particularly optimistic that women who hold such 
lectureships will be crranted real professional recognition soon. That posi- 
tion has traditionally been reserved for fi:raduate students, but in practice is 
mainly limited to faculty wives with masters' de/^rees whoso pay per course is 
even loss than that ^iven me." 

^.xploitation may even constitute one's entire career pattern, as the same woman ^;oes 
on to say: 

*'Prior to receiving my present- lectureship I was a part-time Instructor in 

the ^Cnglish Department of . This position, like the lectureship, was 

sometimes in practice a full-time load (at l/^r the pay of an assistant 
professor) and was likely to continue from one term to another, Fy pay 
was -*1,000 per course, the same pay as a graduate student received* (l had 
a Ph.D, at the time.)" 

Appeals rr specific .^^rievanccs do not always end at the departmental level, 
even by women who occupy marginal part-time positions not on a career path, Vhen a 
"majority" of the departmental faculty are against a woman's admission to the "club," 
she may appeal her case. Unfortunately, even successful appeals outside the depart- 
ment to administrators at higher levels and various faculty committees may not be 
able to overturn a deoartmental decision; 

"In the fall of 19^0 I taught a graduate course in my field of specialty; 
student evaluations placed me hi.'jhest in the department, Two years later I 
was contacted to teach the course an;ain, Instead of proceeding?; with hiring 
me, the course was abnaptly cancelled by the department after a two-hour 
meeting, Reportedly, they were concerned with the possibility of my ^ettin."^ 
'a foot in the door.' After this crass example of unprofessional behavior, 
I appealed to the Dean of Arts and Sciences and the university Affirmative 
Action Committee, which pressured the denartment to reinstate the course. 
This accomplished, and still mad, I applied for a re^5ular position in the 
department, A job opening with specifications fittinr^; me exactly had been 
approved in 19'^0 but had never been filled. To make a lon^ story short, months 
of wranglin^^ ensued, v;ith a minority of the department favorin^r, my beinr^, hired 
and the Dean of A^3 coming In on my behalf. The upshot was that the depart- 
ment was successful in claiming: that they had no position available and did 
not need to hire. Arguing in my behalf was Wc/non's Caucus, Women's Studies 
Joard, the Union, the Dean, and the local newspaper. They could not budpe 
the department. After all this, I filed an S^CC complaint last February, 
hired a feminist attorney, and am suing for the job, back pay, etc," 
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Departmental ivslstanoo to full-tlir,e employment does not stop at ellnlnr,tlng 

the position, deaplte the qualifications nf the ferriale candidate and her proven crm- 

petenco. Ways are found t^ citrate demeaning circumstances which ai^ felt to te 

practiced because of one's sex, A case in point is that of a woman who went th:.ough 

a re-hiring review in order to legitimize her de facto full-time faculty status in a 

department where she had taught for several years as a part-time lecturer: 

"yith a change in department chairman, I decided this spring to rcquest full- 
tim.e status - it means only one more course to teach since I am already on- 
gaged in virt.ually full-time professional activities and which will result, 
of course, in a doubling of salary, The Chairman and the Executive Council, 
however, jhose to regard this request as an application for a position and I 
was infcrm.od that I should submit my vita for departmental evaluation. I 
refused to allow this to happen because, I said, I have taught in this depart- 
ment for seven yoaiT.; during the first four I was teaching on a semester-to- 
semester basis, After I refused - and with considerable supportive input to 
me on the part of a number of other (principally senior) faculty members, - 
it was decided that the decision would be made by the ilxecutive Council, 
The Council voted my change from part to full-time status unanimously. How- 
ever, it did so with considerably more discussion than I feel the issue deserved, 

Xlll circulated in the Council, I feel that I was submitted to still 
another 'hiring' review and I resent it terribly. In the course of all this, 
I was remindtr-:d several times by my chairman that I was placing myself in 
jeopardy of being denied tenure and losing my job while, in my previous part- 
timie circumstance, this would not happen, I told him I was willing to take 
the risk - and I am - hxxt I feel this constitutes some harassment nonetheless," 

In addition, the female candidate for full-time status must contend with pract- 
tices involving double standards in admission and qualifications, the "buddy system," 
and with mianipulated facts to conceal discrimination, as Is pointed out in the fol- 
lowing excerpt from a women's groupwriting to a university chancellor in behalf of 
a female candidate who was turned down for a positiojn 

"It appears, furthermore, that women are asked to join what are, in fact, 
rigged conoe t ! tic ns, since the Dopartm.ent considers itself formally or in- 
formally bound to 5jome, but not all, of the candidates. In this case, a 
woman was supposed to compete on 'equal* terms with two male candidates who 
had already beon favorably reviewed in the past by the faculty, For a woman 
to bo chosen In these conditions, she ?5hould have had such extraoniinarv^ 
qualif icaticn^' , that hiring her at a junior rank would have been offensive, 

"It appears from the Eepartmont's ccmmitments that lectureships are^ not of- 
fered to white nales without at lea:st informal promises aV,,ut the futurj, 
while ethnic minorities and females can be offered token appointments to 
dead-end jiositlono, //e consider that this double standard clearly perpetu- 
ates discriminatory patt-ir.s, while attempting to conceal discrinination in 
the overall statistics," 

Part of the difficulty in finding suitable omplcyment is attributable to the 
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hlf^hly 3p3cialieod trainin-j which academicians receive. The specialization problem 

may be compounded for academic women when they seek employment* Here is the strata- 

(r,om used by one wonan in oirler to overcome the sex^relatod inequities which women 

usually encounter in cornpetin'^ viiVx men in the academic marketplace i 

"There were no jobs in my ori.sinal field, I was, I believe, the first woman 
to get a Ph.B, from ny school in the study of relip-ion. Given that I had 
all A's and splendid recommendations, I could have followed a career in this 
subject had I wished to remain unmarried and teach at some place like Alta- 
Vista, Vest Vir.^inia for the rest of my life, I chose instead to use my under- 
'graduate major, which was also my /?:raduate school minor, in Social Relations 
and to advertise myself as a sociologist at a time when the market for sociolo- 
gists was quite open, In other words, my strategy was to change fields, first 
from relifrion to socio lo^, and then to anthropology when a department chairman 
duriner an interview told me that I was an anthropologist and that I was facing to 
start an antliropoloA^y major. I kept my mouth shut - I wasn't an anthropolo{;^ist 
at the time, but I wanted the job/ This kind of thing isn't really lyin,*?, but 
an ' imav^inative • reworking of one's background for the combat that x^oes on in 
job hunting, I have acquired a real estate license to fall back on when the 
whole teaching bit becomes too much - at least this ^ives me a feelinjr; of inde- 
pendence when I look at prospective jobs and makes me hold out for a hip,hcr 
salary or position, I may wind up as a small businesswoman yet; at least I 
must think of alternatives to the tenured professoriate,'* 

Of course, men as well as women find it difficult nowadays to obtain suitable 
employment in their fields because of a ti,:^ht employment market. This is particularly 
true in many of the highly specialized hairxi science fields whore wom^n are minimally 
represented and which puts thorn at a stron'^ disadvanta.^e in the communication networks 
of the '*buddy system/' After di.^counting market conditions, however, one cannot deny 
the possibility that the o:^ployTnent histories of cur respondents, such as those cited 
above, are not fr3e of sex discriminatory practices. 

3y contrast, exceptionally qualified women find it difficult to obtain employ- 
ment even when they have all the credentials, academic honors, experience, and publi- 
^atiotsj 

"I have been unable to get a job for this academic year. I have written 60-100 
letters and the only job I was offered was a one-year replacement for a man on 
a fellowship with no prospects of reappointment. It is possible that my being 
a feminist has something to do with this situation. I cannot rfit a ^^rant to 
revise my feminist dissertation into a book. In my position with VO l I have 
heard so many horror stories about women with superb ^ifts and credentials.^ 
In the case ny local chapter filed against a local university, I learned so many 
disillusioning things about the academic establishment that finally I te^an to 
feel that especially in this very tir^.ht job market it was not necessarily my 
record which couldnH compete, but my feminism which was threatenintr, 



ERLC 



Pa^e 1^1. 

It Is evident that acaclenic women active In the movemeat are especially vulnerable 
to a permanent state of unenployment even teforo they have lifted one fincer in 
protest; 

2. Both Feet. In? 

i:o less serious are the problems and tribulations of academic women occupying 
full-time '•re,^ilar'' positions. This would include women who have tenure and enjoy 
the security which tenure brings. 

In the first place, outrightly exploitative treatment because of one*s sex is 

often perceived by our respondents as they compare themselves with male colleaguesj 

"In our meetin';^ the president said openly that if he could hire a woman for 
if ,000, he would, when he mi.^i^ht have to pay a similarly qualified man U2,000," 

This is precisely because these males constitute important reference groups in a 

pi-of essicnal context: 

*'I was expected to share my office with the two female (graduate students since 
it was thoup:ht that they would be more comfortable there than in the graduate 
student room which, by custom, was all male, I protested this vigorously and 
successfully, althou<^;h in the long run it proved to be a mistake as my asser- 
tiveness was used a'^ainst me." 

Respondents are particularly sensitive to the injustice of being placed in demca.iing 

and degrading situations which accentuate their second-class citizenship: 

*'3exist attitudes have become even more blatant* The culmination of the 
daily degrading treatment of women, which is far more damaging than salary 
inequities and professional advancement, came when the women were purposely 
and rudely i^^nored at a meeting of the state tnistees board to which they had 
been nreviously invited . " 

Perhaps no statement suir^marizes more effectively the extent to which academic women 

who occupy regular positions can be exploited and mistreated than the following; 

";or two years I tried to peacefully negotiate within the department, but 
power inequities made my bargaininr: position weak. The department policy 
involved discrimination in not allowing me tqual participation in department 
discussions and decision making, unequal course assignments, unequal choice 
of content courses, inequitable course loads, discriminatory interference in 
my courses, and departmental toleration of harassm^ent. The final discrimina- 
tory act was the department's recommendation to the president that I be 
replaced, 

3ut when exploitation reaches intolerable levels and a woman appeals for correction 
of inequities, hor appeals f ,xl into bureaucratic quicksanc\ as the following respond- 
ent narrates: 
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"I tried the channel approach first. The result i^as that the Affirmative 
Action Officer denied my four meetings with heri She is the Assistant 
Dean and the token vroman. Also, the Dean fired me over the phone, There was 
much intimidation, Then I went to the Internal Academic Freedom and Tenure 
Committee, The result was that they found sex discrimination but I really 
had to push them to the wall, Two members of the committee, both token 
women I voted against sex discrimination (or were not understanding of women, 
I believe) because they thought my voice was too sweet - 'not harsh enough,' 
I tried to get an academic hearing for seven months*" 

Often it is possible for exploitation to take place because the college or 

university lacks appropriate procedures for hearing grievances, as the preceding 

example illustrates. 3ut, in addition, even when an academic woman succeeds in 

having such procedures established in order to resolve her grievance. It is possible 

for administrators ±0 undermine important principles of "due process" to whioh all 

faculty members in higher education are supposedly entitled; 

"I appealed the decision of not having my contract renewed to a designated 
faculty committee - the Senate oubcommittee on Academic Freeedom. Now they 
have these procedures - first you appeal, then a group looks into the situa- 
tion and makes an informal recommendation; if it isn't accepted, then you 
have formal hearings. So I got the in^stigation. They found that I had been 
denied due process and that evidence had not been considered (for example, 
my work for two years in women's liberation was not consldcre4 service to the 
community). During the summer (no students around), the department met, 
decided that there was no reason to reconsider, and so nothing changed, I 
appealed to the other committee in November of the next semester and did 
not hear from them until the 3pring. Supposedly they mot last week to 
decide whether or not to hear my case - I still haven't heard, This little 
sketch gives an idea about the 'asministrative remedies' supposedly guaranteed 
to faculty members in the ?aculty Manual,** 

Further, sex discriminato cy policies and practices appear to be equally preva- 
lent in the application of two important criteria for promotion - teaching competence 
and professional productivity in the form of publications. 

On the issue of teaching competence, the term is subject to such broad interpre- 
tation as to defy any attempt for a working definition. For example, it may include 
the content of the teaching material which, in the Judgment of those making decisions 
concerning a faculty woman's professional future, may be considered to be "inappropri- 
ate," but which, in fact, raises important questions of academic froodomt 

"The Prom.otion and Tenure Committee of the college recommended non-promotion 
from instructor to assistant professor on grounds of teaching competence, 
saying, among other things, that I used a non-academic text in my course 
(Our 3odies, Our Gelves). In one meeting with the committee I was questioned 
for an hour on the book with the implication that I was teaching propaganda - 
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encouragJnf^ students to masturbate, t,ngage In premarital sex, use birth 
control, ami explore their personal problems with homosexuality in class, 
I immediately sent a personal challenge to the chairman of the committee 
and taped an interview with him about the logic of the recomn\endaiion» 
I appealed to the president of the college to overrule the committee, and 
to the department faculty who in turn informed their and my students, 
Students, teachers, and the department as a whole sent letters to the presi- 
dent, refuting the committee's claim that I was not competent and arguing 
that the education was relevant, necessary, and appropriate for the students, 
Some letters were clear about the sexism of denying a teacher the right to 
teach women about themselves, and thus denying the women the right and oppor- 
tunity to learn it, The president received about 40-50 letters in three days/' 

On the other important criterion for advancement - professional publications - 

sex discriminatory practices may take several directions. One of these concerns the 

question of authorship status and the right to publish work in which the academic 

woman has had a partial or even major share in its creation: 

, "Five years after completion and copyrighting of my dissertation, I still 
have not been able to obtain permission from my dissertation advisor to 
publish it either in full or in part, either jointly with him or on my own,'* 

The norm of '^publish or perish" in academia may sometimes incite a roman to 

take action which will place her credentials in a more competitive position and raise 

her status in her own field. Sometimes the strategy works, as in the following casej 

•'During 1969-70 I wrote a paper at the request of a male medical collQagvxe 
concerning research findings from a project in which he had originally 
written a proposal and obtained funding. The paper was submitted to the 
American Psychiatric Association for presentation at their annual meeting with 
his name as first author, and he subsequently read the paper at that meeting, 
A panel who heard it approved it for publication in the American Journal of ^ 
Psychiatry, Due to my efforts to raise his consciousness regarding women's 
and Ph.D. 's status, he grandly said m^ name could be first, although he said 
he had first intended to have his name as first author (although I had written 
it i n toto and did or supervised the research in to to , occasionally even dis- 
regarding his wishes or dictates). He subsequently encouraged me to apply for 
a grant in my own name, which the Psychiatry Service Chief who had left would 
not have permitted, " 

If the issue of sex discrimination is not pressed vigorously or debated openly, 

a good record of publications may prove to be a successful route to advancement: 

"The only thing I really did was to try to publish my head off so no one 
would have any excuses. This year, four books and a number of articles in 
the best journals later, I finally made it to associate professor at a 'good' 
department (not distinguished or strong), J do believe I have enough stuff 
published to bet by for full professor but I won't worry about that now." 

But publishing one's head off may not necessarily be the solution to career mobility t) 

*'I still feel the best stratagem is to be superwomanj I had two books in 
press when re-hired. But of course even being superwoman might not workl " 
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In fact, professional publications may bring on a state of unemoloyabllltyi He3ce is 

a case where a woman v^ho had fought openly for equal treatment found that she was 

unemployable; .despite hor extraordinary achievements! 

"I find myself unable to get a job, wasting four university diplomas. 
Currently I have 28 professional publication3, 19 professional presenta- 
tions, and ten years' successful teaching experience," 

Beyond the problems which credentialism bring to academic women, the stated or 

understood policies are not always in accordance with actual practices on some 

campuses. For sometimes the criteria suddenly change when a woman comes up for 

tenure, that critical moment when the "up or out" decision must be made. Teaching 

competence, for example, may cease to be important even though the professor v;as 

hired to teach and those in a position to know - the students - come up strongly In 

her defense. The following excerpt from a college student newspaper illustrates 

the case in point irhere the respondent had been deluged with 750 student signatures 

In hor bohalf from both current and graduated students: 

"I have never in my four years of college education experienced an 
instructor with such a love and understanding of her field, with the 
means by which to communicato it in the true manner of the 'art of 
teaching,* I thnk that the size of classes and the loyalty of her 
students, to whom she gave so much, will certainly attest to her teaching 
ability/' 

The evaluative criteria may also vanish altogether v;hen a woman comes up for tenure, 

as another campus newspaper roportc about a respondent flr^hting for her job, 

"There was no indlcat-lon in V.\e faculty ccio ti^at tho criteria for t'jnure was 
any different than the criteria for reappointment," 

followed by an explanation as to why the code was no longer in operations 

"In a note to Ms. notifying her of the tenure decision taken in her 

case, Professor had pointed to the'realities of our tenure situation' 

in forcing the 'step taken with regret' in denying her tenure. He testified 
yesterday that with 13 or 1^1 younger professors in the department and only 
tvjo or three vacancies forsoeable in the next 10 to. 15 years, the department 
had to be 'very, very prudent in our decisions in deciding not to recommend 

^is, for tenure,' Asked if other members in the department wore concerned 

with the tenure situation, he replied that they were 'acutely aware of it,'" 

It is interesting to note in this case- that the jncidont occurrad in a prominent 

vromen's college in a departmenx consisting of 15 men and 9 women, of which 13 of the 

men were tenured and only four of the v/omen, 
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In f!,eneral, the consensus of respondents runs as follows; a woiTian may be 
judged solely on the basis of the criterion regarding productivity, althou/^h no 
written policy is provided and male colleagues withovt publications have been ad- 
vancedt The publication issue is particularly important in graduate departments of 
lar^je prestigious universities where an academic woman must show '^superior*' perform-, 
ance according to the evaluative criteria, philosophical bias, or even subspecialty 
currently in fashion in the department, Furthermore ^ exactly what this **superior^' 
performance consists of at the time may be or is likely to be defined more by sex- 
related factors than by her actual academic achievements, '/hat seems to count mostly 
is an affirmative answer to the question, "Is she a good buddy?" 

3 « Administrative Tactic s, 

It has already been shown that, unlike consciousness raising, attempts to find 
redress to specific j?;rievances may, and frequently do, receive considerable resist- 
ance from our respondento' own colleagues and administrative officials. However, 
despite the fact that decisions affecting her future may rest with the department, 
grievances are often taken outside the department followinti; failure to find redress 
within. In any case, since final authority usually rests with higher administrative 
officials who have the povicr to overturn departmental and committee recommendations, 
it is here that we must look for the kinds of tactics which are used to keep academic 
women in their place, 

3ut first we must remind our readers that even before an academic vf...:i wi raises 
her voice in protest, like other women she has to deal with the fer ^"* . • ' ypes 

which are sure to cone her way, More frequently than not, thi3 ti ■ :jn she 

ventur3S to question the jud^-^ient or authority of her male superiors, especially if 
they also happen to be her employers. One newspaper account describin'T; the local 
scene of sex discrimination in the neighboring campuses sums it up leather nicely; 

'^'/ornen v/ho have experienced problems with university administrations are 
told that the problem is a 'personality conflict' rather than ret^ults of 

underlying sexist attitudes. Ms, found herself classified as being 

•particularly sensitive,' 'over-reacting,' a 'difficult vroman,' a 
'hysterical female, • 'uncooperative,' and * immoral,'" 
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Th^ first line of defease on the part of administrators is to deny that any sox 

discrimination exists at all» vjhat has really been occurring in academia over the 

past century is soiaething else. One administrator calls it "oversl^crhts, " as this 

respondent indicates! 

"The next action taken by the President was in summer when he wrote to 
us saying he had completed his study and found five women and one man 
to be underpaid as a result, not of discrimination, but of oversights* 
He also revealed what had been used to determine whether the salary a 
faculty member received was equitable. Among other criteria, he listed 
'willingness to accept offer preferred, 

Secrecy, often used under the name of '^confidentiality,'' seems to be the first 

line of defense for most administrators. This tactic makes the academic vroman 

especially povrerless to respond or to take action in her own behalf. It begins even 

as the academic novice prepares to find her way into academia i 

"There v;ere unfair and professionally damaging secret recommendations from 
professors In my dossier. The letter one of my professors wrote for me was 
put first in my conf idientail dossier, and v;hen some kindly interviewer 
showed it to me four years later, I was appalled, I prevailed upon the ^ 
Dean of my school to get the professor involved to remove his letter, not 
without considerable difficulty. The Dean was on my side, but the pro- 
fessor thought his letter was performing; a service to his oolleacrues. He 
was upset because I had breached 'professional ethics' and seen my confidential 
dossier even though he had character assassinated me and several other stu- 
dents who also had to remove his letters from their dossiers. I think it is 
imperative that eve.ry woman vrho has not seen what her professors are saying 
about her should get ahold of her file. The easiest way is to have a friend 
teaching at another institution send for it and then forward it to the can- 
didate, Tor people who don't have any friends in a position to do this 
(graduate students who don't know anyone who can pose as an employer), 
organizations such as sociologists for Women in Society should set up a 
list of people who will get your file for you. ''e are facing *reco^- -idation 
escalation' and might as well play the game/' 

Later we shall see how character assassination may adversely affect a vroman' s pro- 
fessional career. 

Additionally J if the intention of the administration is to do riC o:Ting, commit- 
tees may be used as devices to thv/art actions 

*'The members of the committee were bound by 'confidentiality' and therefore 
their decision could be either accepted or rejected by the president. The 
president did in fact accept their evidence and decided in my favor. As a 
result I received a promotion and tenure several months after the terminal 
contract was issued/' 

And departm.ents can also employ secrecy tactics if the administrators decide to look 
other way I 
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"Despite the university's clear regulations on hiring practices, the opening of 
these positions was never publicly advertised. The secrecy with vrhich the 
Qepartment surrounds its hiring procedures prevents any input from graduate 
students, special interest groups such as ours, or nationwide t^^roups and 
committees of the Association. This policy of secrecy casts doubts upon the 
^Tiannor in which the department is complying vrith the search procedures stipu- 
lated by the Affirmative Action gijidelines, " 

Closely related to secrecy in its use as an administrative defense are delaying 

tactics. These take all kinds of forms. Bouncing the ball back and forth between 

department and administration, setting up another committee to in'''estigate, or advo-- 

cating the desirability of awaiting the completion of an Affirmative Action Plan are 

all examples of such tactics. Here is one statement by a respondent which includes 

other elements as wells 

"Since becoming involved on this University Committee on the Status of '^omen 
(as co-chairperson), many incidents have occurred* 'Je wanted to send out a 
letter to all viomea in the university informing them of the assistance we 
could give them. :/e wanted to include a mailing of university faculty sala- 
ries (broken down on the basis of sex and departments), The administration 
held up the approval of the mailing labels until two days before the meeting 
was to occur. The Committee has offered to help with the development of the 
Affirmative Action Program, The administration has been hostile; our records 
were pulled 'in the personnel office to see if v;e (co-chairpersons) v:ere 
* trouble-makers. • A meeting was requested with the university president. 
Je v/ere told to phone back. A subsequent phone call indicated that the presi- 
dent v;as too busy 'right now.'" 

Usually, a delaying tactic appears as a general statement of the president or 

chancellor who informs the public that sex discrimination is under study. Here is a 

typical newspaper announcement: 

"The report was published this summer following a year's study by a o3ven- 
member faculty subcommittee appointed by the chancellor. A copy of the 
report was unavailable from him in mid-July although material from it v^as 
included in a series in this nev/spaper. He was reportedly studying it at that 
time. In a letter to academic deans, directors, and departme:^t ho^is fol- 
lowing the report, he said, 'further interpretation is very mu: h in order,' 
but added that *it is of course essential that university policy and practice 
reflect equity and fairness in its relations with employee members of both 
sexes.' His letter also commented that the university should 'look far more 
intently than it has in the past to the womanpower pool, actual or potential, 
as a source for its greater strength and improvement.'" 

Of course, uninvolved persons may not question the sincerity of the chancellor. 
But women with prior adverse experience of their own may interpret this statement 
as mere idealistf.c double talk designed to delay initiation of any concrete Affirma- 
tive Action Plan, let alone implement such a Plan. 
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It is important to note in the above excerpt that the chancollor's statement 
contained an o.ttempt to create divisiveness taLwe*m the sey.es ur.der the claiin of 
equality and fairness. This is another tactic frequently reported as being used by 
administrators J 

"The strategy at my university is to tell every nhite male they don't hire 
that he wasn't hired because they had to hire a woman or a black, This 
response has been reported to me so many times that I think it has to be a 
strate.qy, It really works well in developing anti-feminist hostility toward 
both the feminists and women not yet feminist who are achievement oriented - 
otherwise knwon as 'pushy.' But 'they' can't really tell the difference - 
we all look alike i " 

Divisive tactics also include other combinations of academicians besides men versus 

women and white men versus black men: 

"All the familiar divisive tactics have been used, including?; attempts to 
negotiate with individual women, rather than the committee, and efforts to 
pit women and minorities a^-ainst each other," 

Even trustees appear willin/]; to enga7;e in divisive tactics: 

"The trustees have rejected the idea of local Affirmative Action Officers 
(and apparently separate Affirmative Action Pro'^^rams) , Instead they are 
developing a response to pressures by recommend infc a central office - a 
further limit to the self-determination of women on each campus. One mem- 
ber of the Trustee Personnel Committee, a black, has flattered blacks at 
this colleAO, but he is totaJly ill-informed and condescondinj re^ardin,^; 
vromen. h'is insistence on the Central Office divelopin.^ pro,:»;rams for the 
individual campuses has caused a difference of ornn* ' ri amon/r women and 
blacks here. The latter seem to think that this trj t^e is a fine sun7)orter 
of /iffirmative Actions the women do not," 

One of the principle tenets of academic freoior 1,; t:. at academicians seek and 

teach the truth to the yonnj,QT ,^,cneration» 'kit thi^. norm does not seem to apply to 

some administrators! 

"The result on all of the v^omon has been extreme discouragement, some 
retaliatory measures, and, more recently, downri^rht lies from the adminis- 
trationi I've never caused any trouble on campus before, but I^ms suddenly 
some kind of 0^x0,^^ 

Accordin^^ to this respondent, Lvlsleadin^^ and deceitful statements are more or less a 
routine administrative counter stratagem, 

frequently, the reward system nay be effectively used to manipulate the women or 
their supoorters, .jiich tactics may serve to deny If^futimate appeals for correcting 
inequities, 7or example, excuses such an nepotism rules and insinuations of incom- 
petence often hide the real intentions of administrators: 
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"All requests to improve my professional situation met with evasioiis, frowns, 
put-dovms, allegations (quite unjustified) of professional inferiority and 
ncpotl?,rn, ]\y husband v/nn ncvr and very junior in the department and was intimi- 
dated into not arTuinf^ my case very vigorously/* 

Intimidation may also thwart the work of a duly appointed committee for corrective 

actions 

"Unfortunately, in our region K'V! leaves much of its work to these women's 
commissions it has created on campus, If these women are successfully 
intimidated by the administration, nothing happens/' 

In sum, denial of sex discrimination, secrecy, double-talk, delaying tactics, 
manipulation of individuals and groups, divisiveness, outright deceit, and intimida- 
tion appear to be typical administrative tactics. These may become intermingled with 
other matters which have been raised such as inappropriate procedures for appealing 
a decision, how much weight to give to teaching, publications, and other criteria, 
and where the final responsibility lies for decisions affecting an academic woman's 
future, 

^. Counter ^!oves by the Protestors , 

Vihat are some of the counter moves used by women as they attempt to seek and 
stabilize equal employment opportunities and conditions of work for themselves and for 
other women without resorting to appeals outside the "channels"? 

Some counter stratagems are very specific and quite revealim^5 

"I think we vrovild have been unsuccessful at overturning the nepotism rule if 
these rules had not been abandoned at nearby institutions at about the same 
time, Also helpful in overturninp; the rule were the concerted efforts of 
women in my departments Their stronf^ feolinjT^s about my case were heard by 
a sympathetic department chairman," 

'[owever, when there are no women in a department to begin with, unlike this case, the 

pressure to hire a woman may be brouf^ht by vromen outside the departments 

"I hear from the women on campus that there was quite a lot of pressure 
broa^J^t to bear on my department to fill this vacancy with a vioman." 

Here is an example where the members of an organized campus women's f^roup have en- 

Z^C^d in a ran^r^e of activities in which they have made some inroads. Note that 

their serious pursuits even include an implied threat of filing a complaint or suiti 
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"Through our Association of faculty !'/omen, In particular, rae, in the two cases 
which have been carried through to completloni we have used letters with docu- 
mentation of the inequities and conferences with department chairman or dean, 
with the implied threat of filing a complaint or a suit, In one case vre got 
an appropriate rank and salary, though temporary; in the other, we got tenure 
at the rank of lecturer in place of lecturer with a 3-ysar contract/' 

The results are sometimes favorable when there is a campus'-wlde coalition of sympa- 
thizers, as we saw earlier in the case of a professor who was denied tenure • But 
sometimes similar strategies fall: ' 

"Vhon my contract was not renewed, the students had demonstrations - this did 
not work, So people tried some of the 'street tactics,' which did not work." 

Another specific employment issue is pregnancy, a condition which might sup- 
posedly interfere with a woman's professional performance. Here is how one respond- 
ent effectively resisted this discriminatory attitudes 

"I was refused reassurance of reappointment as instructor when pregnant, I 
persisted and was reappointed. No woman in the department has since had the 
problem, l!en now realize that women can be mothers and professors." 

The single and most Important weapon cited by the respondents is adverse pub- 
licity against the institution. Here is an example of one "deal" which a victlr 
made with the president of her college t 

"We made a deal, "^he assured me that I 'had nothing to worry about,' that 
is, she would overrule the faculty Promotion and Tenure Committee, I prom- 
ised her that I would not bring down any outside publicity on the college. 
In my Initial appeal I had mentioned about twenty organizations who would 
support me publicly if I requested ♦ I also had contacts with local papers 
and with people in other universities where they were writing articles on 
the firing of radical professors. In the case of my college, publicity 
and the threat thei^of was Important because the school is suffering a 
declining enrollment, partly because students feel the education is not 
relevant, It was bound to reflect badly on the college," 

The following remarks of another respondent describes more amply the general effect/ 

of publicity for protesting women: 

"Given the existence of "^Ixecutive Orders and the various titles which can 
force compliance, I feel the slnp^le most important factor bringing about 
change is the existence of an or^^anized group of women who have the power, 
mainly through access to the press or other publicity, to reveal inequities 
and thus both publicly embarrass institutions (which, being academic, must 
pride themselves on liberal humanism) or result in Investigations by govern- 
ment authorities (also embarrassing) or in actual withdrawal of funds 
(always more a throat than a reality). Thus we have always sought and 
received good coverage of our activities and complaints in the student and 
city press, besides having our own newsletters and engaging in much corres- 
pondence," 
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Coalitions of women may also employ other counter strata^^enis to force reluctant 
administrations to correct inequities. Here is one such example in which the com- 
plaints of individuals are incorporated into a combination of approaches: 

"Our written documents - position papers and a '^O-pape affirmative program - 
formally made su^^gestions for change in most categories - hiring, promotions, 
salaries, sports, women's studies, etc. '^"ixtensive but inadequate correc- 
tions have teen made in salary inequities, hiring goals for women, overdue 
promotions, clarification of dead-end ranks which mainly women are deposited 
in forever, examination of differences in financial support for women and 
men graduate students, beginning examination of gross inequities in classifi- 
cation of v/omen in civil service positions, 

Individual cov.plaints of women usually involve improper academic rank, with 
salary a secondary inequity, There have been many of these and have been 
handled through either official or unofficial channels, I/omen come to us 
sometimes first, or second after bein^ec either anr^ered or humiliated by their 
encounter in the Chancellor's office. In the two cases which have been 
carried through to completion through our Association of Faculty V/omen, we 
have used letters with documentation of the inequities and conferences with 
department chairman or dean, with the implied threat of filing a complaint 
or a suit," 

In this example J observe that or^^anized group action, documentation, use of both 
formal and informal channels, 'and threats of filing a complaint or law suit all help 
to effectuate favorable results, 

3ut, alas, the odds are over>;helmingly against the academic woman when she 
appeals for corrective action of her specific grievances through established channels • 
^or frequently she finds no redress to her complaints; and the grievance process, 
which began as an appeal to correct inequities, quickly deteriorates into an 
adversary relationship. At this sta^^e of the process the final sex discriminatory 
act may consist of benign neglect and inaction, tokenism and ostracism, a gradual 
and effective isolation of the "trouble maker," or even outright firing of tenured 
faculty v:omen» 3ome of the protestors manage to find employment elsevjhero. The 
majority of them, however, unable or unwilling to leave the campus or the area, 
fight back with appeals to activist women's groups, government agencies, and the 
courts, The stage of open confrontation has horrun. 



C , Confrontation 

The response pattern of confrontation constitutes the culmination of the griev- 
ance process, This is identifiable in our study as appeals which go beyond the 
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campus boundaries or, more accurately, appeals which an academic woman makes outside 
the Institutional channels for resolving fjrievances. 

Almost without exception^ the cases in the sample indicate that the respondents 
seek other help after they have failed to find any satisfaction from campus deci- 
sions or have reached an impasse with their departments or administrations. IJe have 
also seen that in many cases appeals through available grievance procedures are 
largely or entirely if^noredj 

"Discrimination was apparent in salary, terms and conditions of work, 
harassment while on the job, and ultimate firing ( *non-renewalV) with 
no reasons ever given either orally or in writing, I went to the Faculty 
Personnel Committee and Deans, to AAIT (both university and national), to 
the American Civil Liberties l^nion, the state discrimination commission, 
to ^2CCt and finally to a private lawyer," 

The following quotation expresses more clearly why many academic women decide to go 

all the way^ as-di^the above respondent j 

"''!hy am I goin/^ through all this even though I know I will never get a fair 
hearing and never get my job back? I don't even know myself. I think it 
is because I feel that I must do something because so many sisters do 
nothing - somehow I feel that I am doing this for more than me. If I don*t 
do it, I will te letting others down. I feel that my sisters expect me to 
do something - to fight back, so I'm doing it, I also don*t want the uni- 
versity administration to think that they can just do what the hell they 
want, and I really want to annoy them as much as possible. I know that they 
thrive on people being beaten into the ground and then just going away - 
the oppressor can always count on us falling under the yoke of our oppression - 
that is why it goes on for so long. And so I feel compelled to confront the 
oppressors. I know that I cannot win because for us to win means a long 
struggle and we must all be together? this action is only one moment in 
building the kind of unity we need if we are to ever win the struggle." 



1. Appeals to women's groups, .'government agencies « and courts . 

During the confrontation stage a woman may direct her apeals to an activist 
women's group on campus or to one or more women's groups or other organizations out- 
side the campus boundaries. The more frequent courvse of action is to file complaints 
with government agencies, Finally, she hires lawyers and takes her case to court. 

The typical response involves appeals to more than one agency, usually the 
regional Civil lUghts Office of the Department of Health, 'Lducation, and Welfare 
(Kid) and the Tiqual Smployment Opportunity Commission ("JiOC), and, to a lesser 
extent, the Wages and iiours Division of the Department of Labor and the Fair * r. • 



ERIC 



tjnploymuat rractices Oommission (TiiPO), state and local discrin\iaation coiTimissions, 

and othor non-'^ovornmental ^rroups and organizations s 

'*In the sprin,^ of 19^^! I was denied summer employment but all male professors 
got it; T \ias paid ^MOO per month less than the 11 male full professors in 
the school; I was denied a sabbatical modification <i:rantod to 28 males but 
to no females, I filed a sex discrimination complaint in April, first with 
the university's Affirmative Action Office and in May with OFCC." 

The discriminator^^ act which forces women to appeal outside the organization may 

sometimes be an outright firing of a tenured faculty member* Appeals to several 

agencies is rather the norm, as th. } lowing response indicates; 

"I filed a complaint with the state civil rights commission and subeequently 
with the 'j-iOG, 3oth of these agencies claimed that they are so swamped 
with cases two or three years old and were unable to do anything about my 
complaint. I contacted the K^.l} Civil Rights Office, the GDA, N^A, and the 
Labor Department Office of Contract Compliance. None of these agencies 
could or would assist me, In Kay I filed a suit in the U,S. District Court, 
3o far I have met with nothing; but failure. It is too early to predict the 
outcome of liti/;ation/' 

Individuals may also press their complaints as a group. They may express con-- 

cern for their own cases, for other faculty women» or oven include the entire campus 

female population, including non^ jcade^iic women; 

"The extent of discrimination became visible during a self-study conducted 
which coincided with an Hl^!/ complaint at two other universities in the state 
system, In June nine faculty members filed suit ia Federal Court, charging 
discrimination against women in hiring, salaries, promotion, tenure, and 
assignments (but mostly salary). 

The following response reveals how group action works: 

"1/e filed a complaint with H^V and I^OG based on data on salary and years at 
college obtained from a friendly Dean, The complaint vias signed by all the 
tenured women, !/e have had to use continual pressure to bring these agencies 
to do their job, among which has been getting a senator to contact them in 
our behalf (several times). The University has an Affirmative Action Plan 
(full of sound and fury, signifying nothing), which we have blasted repeatedly 
to the local press, Publcity by the media has been one of our tools. Another 
is block voting at the faculty meetings at which committee members are elected. 
\'}e find it essential to have strong tenured women on committees such as 
'Appointments and Promotion* and 'Review' which hears grievances, ^le have now 
hired a lawyer to help us push our complaints and, if necessary, file suit in 
court," 

llote that in the socond case the protesting women have two advantages i they are less 
vulnerable as a group than as i:vllv liinls , and they are all tenured faculty. 

Finally, national organizations may get into action. Appeals are specifically 
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directed to organizations concerned with sex discrimination, some of which are also 

involved in other causes. Such appeals are usually in addition to other kinds of 

complaints made with federal or local agencies: 

"In the winter of 19?2 we filed a class action complaint of sex discrimination 
with the otate Commission Against Discrimination, In the spring of 1972 we 
prepared to file a sex discrimination complaint with K^. J\ however, at that 
time the college had no federal contracts, at the present time the school 
does have a sizeable federal contract and we are preparing a new complaint to 
file with In the spring of 19^Z we also filed a complaint with the 

^iqual 'Employment Opportunity Commission, NO 7 and KAACP have decided to enter 
the complaint in our V^ehalf , , . /Je also filed a complaint in 1972 with the 
Bureau of labor, Division of Vages and Hours.,, In view of the long delays 
encountered dealing with agencies, many of us decided to secure a private 
lawyer to take our complaint to court, le now have a lawyer.,.'* 

The class action type of complaint in the above case is often filed by the national 

groups. Here is a case where a national women's organization files in behalf of a 

few women J 

"I was one of a very small group of women faculty (about 15. ; of faculty) who 
filed with Hi! through liZAL about two years ago, l/e had been told that the 
school was to fire ten times more women than men to cut down expenses, I 
was the only one tenured and ifhe school attempted to cut me back to 70 per- 
cent time, AAUP also wa^* balled in and exerted great pressure cn my behalf. 
The others were dismissed," 

As suggested in this case, AAUP's intervention usually involves tenure; it is also 

concerned with due process procedures* 

"I got some action from both the Washington office and the local chapter in 
drafting and sending a memorandum to the acting president that my grievance 
should be investigated with full due process. This was helpful but was as 
far as the AAUP was prepared to goj it is national AAUP policy not to get 
involved in sending out teams to investigate local grievances resulting 
from sex discrimination/' 

Finally, appeals are made to t: 3 women's committees and caucuses of the professional 
associations by women viho refuse to leave any stones unturned as IL^y await action 
from any number of sources; 

"I filed a formal personal complaint of sex discrimination with the American 
Physical Society (Aio) Committee on the Status of VJomen in Physics. My com- 
plaint was presumably incorporated with others in a written, official report 
on sex discrimination issued by the APS. I understand that many copies of 
this report have been requested by academic institutions, I have noticed on 
ny interview trips tlUs year a dawning avrareness of the plight of v/omon, 
whether due to this report or other influences it's hard to say, but the 
impact so far has been much less than that required to get me the job I 
wanted , " 
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2 , IJ Uh the Deliberate Speed of a Turtle . 

It Is one thins to appeal to a^5encles and courts and quite another to hoar from 
them, let aloae (?,et any results, For after a complaint is filed with a government 
agency, there is a long and, to many protesting women, seemingly interminable waiting 
until there is a constructive response, 

This is particularly true with FfiV, as the following report indicates i 

"In July, 19'^1 I filed a personal complaint of sex discrimination with IfH^' 
against the university and the department. Six weeks later I received an 
acknowledgment that the complaint had been forwarded to the appropriate 
regional office, and that was the last I heard from ISW!'' 

Two years later when this response was received, the woman was still waiting. Even 

complaints filed by women's organizations seem to have the same fates 

"Two years ago NO^/ filed a complaint with hT'^ against my college j no action 
whatsoever was ever taken on this complaint,*' 

But long delays do not seem to bo the exclusive characteristic of HS'i, as the 
following comment indicates; 

"I was discriminated against on salary, promotion, and summer employment. 
I filed cases with 330C, and F5PC. So far veri little has^ happened. 

My cases have teen filed with iBJ and llEOG for over a year, but there has 
been no investigator here as yet, F^PC was here this past week so no 
decision has been repxhed," 

Also, women have had similar experiences with state agencies where a two-year delay ' 

appears to bo the norm: 

"When I found FK:: had^no jurisdiction at the school, I filed with the state 
Human Ri^ihts Commission. Now, two years later, the Commission is still 
J-rying to 'bonciliato' by giving unlimited time to the school to dally, 
waiting for a Supreme Court decision, etc," 

Keithor are law suits less time -wait ingj 

"The lawsuits, in which I am one of the plaintiffs, have teen dragging on 
interminably," 

Nevertheless, there are also rare occasions when a government agency acts. Here 

is one example vrhere the Kours and '//ages Division of the Department of Later proves 

it can initiate an investigation with great speed, But W3 do not have any evidence 

that the final outcome of a complaint filed with this agency is as speedily reached* 

"The Faculty ITomen's Caucus collected questionnaire data from respondents 
throughout the university on discrimination in income, tenure, and^ promotion 
and went to the local Department of Labor office to file suit. A representative 
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from there walked .into the personnel and payroll office and asked to see 
ALL faculty and staff flies (without explaining why they had comep since 
they were lef3:ally entitled to do this). Our Deans consulted with the 
head of our Affirmative Action Ofiice who told thf^m that the women would 
certainly win the case involving back pay.'^ 



3- Open '7arfare . 

If stallin^j was an effective adinlnistrativo tactic before the protesting woman 
took her problcm to the nearest Office of Civil, Rl/^hts, to sortie other SfjencypOr 
to a lawyer or women's group, in open warfare stalling now becomes the administra- 
tor's forte, '/e have already seen how delays are achieved with an announcement to 
the newspapers stating good Intentions but very little else or with an Affirmative 
Action Plan "full of sound and fury, signifying nothing," or even with the appoint- 
ment of a token woman to head such a plan, Here is how one respondent describes the 

stallln^^ act, i 

I 

'*No real successes or failures yet - just lots and lots of waiting and delays 
and abortive negotiations/' 

while another gives us a closer look at why delays may occur: 

"The more sophisticated universities know how to stall H"^'./, which isn't 
too hard, and fool around with their affirmative action plans for months. 
Or they can stymie the women's commission that Kl'-J has created on campus 
so that it accomplishes nothing. Unfortunately, in our region lE'i leaves 
much of its own work to these women's commissions." 

The same stalling tactic may be used against a court order in rather surprising 

fashion: 

"The university has adamantly refused to make records available when or^lered to 
do so by the courti Their strategy Is apparently to delay until we lose 
heart and support." 

Another administrator may go to even greater lengths in ^.ivinfr, the appearance that 

something is being done althou.^h the move Is, In fact, a stalling actt 

"Some lip service, and perhaps some actual improvement in practice, has 

occurred with rep^ard to recruiting new faculty, Several women have been 

hired^ but mostly token appointments, A black woman has been appointed as 

Special Assistant to the President for Minority Affairs, She is supposed to 

be working (all year) on an Affirmative Action Plan, but nothing much has 
appeared to result from this so far/' 

It is possible that administrative stalling may derive from reliance on legalities 

rather than on substantive Issues of equality, professionalism, academic standards, 
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and (^ood faith efforts to resolve grievance sj 

"The administration of my school has been advised by the college attorney 
not to do anything about my case until Kl'V comes up with a finding. As it 
appears fron the local regional office's performance thus far, there is 
never going to be a findings and I am getting very tired of calling them 
up to remind them that I filed the complaint two years a|c;o/' 

On those infrequent occasions when an investigation has taken place by a compli- 
ance agency, considerable time may also be consumed when the administrator finds it 
necessary to conduct a more complete study which will substantiate the findings of 
the agency t 

''A faculty committee was appointed by the president as a result of the H3I'/ 
investigation, The group published a two-volume report on the status of 
women at the school and found rampant discrimination in all areas." 

Although the president's actions in this case may te considered a necessary first 

ste • in affirmative action, it is interesting that not too much has happened for 

women in that school since the lengthy report was issued, despite the committee's 

findings. 

To what extent administrators and compliance agencies are reinforcing each 
other* s stallin?^, tactics is not easily apparent to the respondents, frequently, this 
may not be the situation at all, For we are keenly aware that most college and uni- 
versity administrations resent government intrusion (but not government money) into 
the "affairs of the university'* vihere freedom of thouf^ht must not be corrupted by 
political or other considerations, One way to maintain the autonomous nature of 
academic Institutions (besides weakening the complainant's case) is to declare 
publicly for the 'cenefit of tha government's Investigating team that sex discrimina- 
tion does not exist at all, never did exist, and never will exist on that campus, 
Me have already seen how this tactic is used privately to discourage protesting women 
by denying the existence of salary discrepancies ("oversights") between men and women 
faculty. Here is how a campus newspaper reports the opening session of hearings for 
two women in whose behalf the government agency was charp:ing the college for sex dls- 
criminationj 

"The college has 'formally denied any discrimination' according to the 
attorney who is representing the college in the commission hearings. In an 
interview he statedi '\'e say we do not have any discrimination at in 

O 
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hiring, en^ploymont, promotion, or tenure wiih respect to race, color, creedp 
national orif^in, sex or a.?e, 'We insist/ he continued, 'that we have not 
dlscrlinlnatod a,^ainst any employee, man or woman, because of sex/" 

[/1th such a statenveat it should take a little longer to establish whether or not ^ 

there is even "cause" for the complaint. The decision in the case is still pending?; 

several months after the hearin^^s ended, In the meantlnie, the academic community 

and the public at large are supposed to accept ipso facto the lavryer's "operation 

candor/* 

Yet our respondents also indicate that it may te more effective strategy, 
despite the necessity to remain aloof from contaminating forces, for administrators 
to join hands with the compliance agencies: 

"HEW ,iust iDacked up the administration." 
lie have also seen that some of the protesting; women imply or openly state the exist- 
ence of accoirimcdating delays by government agencies, especially KSA-l; and at least 
one of our respondents is able to show some proof of collusion between the Ki'J 
regional office with a university administration: 

"I also met vrith a {iroup of women from the nearby university who were very 
angry that the field compliance officer (black, male) Mho had investigated 
their complaints, filed earlier, had apparently sold out to the university, 
Unable to get relief from WjU they took their case to court straight away 
and were thereby able to subpoena the K^H!/ report on their cases which had 
hitherto remained confidential, I read the report and it amply confirmed 
their contention," 

It would be nearly impossible to ascertain how widespread such outright collu- 
sion is. Coll\ision, however, may manifest itself in many forms such as unreasonable 
footdra/rgin/3, partial resolutions of cases, negative findings which show complete 
disregard for the submitted evidence, threatening but not actually withdrawing 
federal funds, and failin{: to establish and demand rigorous and faithful implementa- 
tion of affirmative action plans within stated time periods. Otherwise, one is hard 
pressed to explain the hard-line strategy displayed by some college or university 
executives. Their ultiinate weapon v7ould have to be some sort of accommodation or 
outright collusion with some of the agencies who are supposed to protect the com- 
plainant's professional and civil rights rather than reinforce the arguments of the 
defending iastitution, 
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To this date, H'^M has yet to withhold funds from any educational institution. 

Here is one respondont'G statement vrhich su/nnarizes the observations of many othersj 

"At the moment the university is still negotiating with !f"!; but their funds 
funds have not \oen suspended 

while tr-V's dilly-dallying is more amply recognised with a pessimistic note by 

anothe r respondent : 

'•REV/ is stalling in going to sanction hearings, They have not taken one 
single case to hearj.n.^s since ^ilxecutive Order 113^75 became effective in 
1968. I thought my case would set up a precedent, The fif^ht is not wo rth it 
for my case alone if no precedent is set up, 

Finally, administrators can also stall by relying on others besides government 

agencies, ouch nartnsrs may be the protesting woman's ovm colleagues! 

"Accordin^^ to the Human Rights Commission, this case vjould probably affect 
every collef^^e woman faculty member in the state, and therefore the department 
doesnH want to rush the school 'since it would be very expensive**" 

Or it nay be that the delays are caused by some internal institutional problem of 

such magnitude that sex discrimination may have to take a back seat, Here is a case 

explair^lng the cause of the delay in which three women established a local VRAL 

chapter and filed a complaint against a large state university: 

"The university is still dragging its feet in formulation of an affirmative 
action plan - in part a women* s issue, but also part of a larger problem 
of exclusion of all faculty from policy decisions throughout the university. 
There has been some improved awareness among some faculty but very little 
headv;ay with department heads, j^.,. 

At this point one may wonderi could all this take place in academia? Yes, and 

much more. Abuse of power by administrators does not restrict itself to violating 

basic civil rights] it is also reflected in non-conformity to norms of appropriate 

and responsible standartis of conduct entrusted in academic administration. Such 

abuses may range from a mild action of deliberately failing to attempt conciliation, 

"Three faculty filed a charge with "^'^.00, Efforts by T'XC to conciliate failed 
so we are now planning to file a suit against the university, 'Je have ob- 
tained the right to sue a state institution from the justice department." 

to wasteful spending of tuition and tax money; 

"They have boon uncoliovably arro-rant to our attorney and have spent a 
fortune in taxpayers' money on legal fees, much more than it would have cost 
to settle our suiti" 

In a letter to the university's chancellor, a women's group which included graduate 
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students writes, 

*'..,an implicit - and often explicit - attitude seems to te prevalent among 
male faculty members: now that the Department counts three women on its 
faculty (after years of ceoseless efforts by our caucus) the 'pressure is 
off,' In other words, the University ^njidelines on Affirmative Action can 
now be safely d isrer^ardod /V 

The plot thickens when administrators handle individual grievances and begin 

changing the rules, One of the excuses for denying correction of inequities runs 

like the "tails I win, heads you lose'' arfcument! 

"I have taught for ten years, have had a post-doctoral, and have published 
ten papers (and presented another ten) and have won a cOiUmendation for 
excellence in teachia^ (both from the Honors students and the AKI)) , Yet, 
I still remain untenured, '^ach year another reason is presented. Last year 
the reason was, 'You haven*t taught here long enough and the visiting year 
doesn't count,' On the previous go-around the reason was, 'You are married 
and have a house in this city and aren*t ^,oin,% anywhere; there is no urf^ency 
in your case,' A third reason is that my publication record is 'not superior's 
since I have been 'out' for a long time, my record should be 'greater,' 
Another reason given to me is a double-whammy (you can't win). 1 am, says 
the Dean, not 'inte^^rated into the department' and 'two of your papers are 
joint with your departmental collea^^ues: how do I know you did the work?' 
7iither way, the rules seem to change and I lose,** 

And, unlike the remarks of another respondent indicated earlier, playing the game 

sutmissively may «^,et you nowhere: 

played it quietly, without trying to push, for four years. That produced 
no results, In the past year and a half 1 have been aggressive about trying to 
get a fair settlement, and the result is that those who are opposed to my 
appointment say, '\'e don't want such an aggressive vroman on the staff,' 3o 
you can't win either way, I filed a complaint with ir.:7 more than a year ago; 
the university's reaction was that this action shov:ed my bad character," 

But, in addition to showing *'bad character, filing a complaint is considered to be 

unladylike: 

"I filed the first sex-^discrimination complaint against the universityl Not 
only does a LALY not do such thin^^s, including i'OM members, but my having 
filed the first case with ?j1:CC is especially unfor^iveable , " 

oecrecy also takes on different forms when complaints or law suits are pendin/? 
than when the protestinf^ woman first presents her complaints to her department 
chairperson. In the following example the hopeful complainant, v;aitin^ for the 
government agency to act, fails to realize that it may be more to the administra- 
tion's advantage than to hers not to publicize her caset 

''Because I am still fif^htin^ to be reinstated, it is better to be silentj 
it is a counterstra tegy in Itself when to put pressure and when to wait," 
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The above respondent might change her mind about tho virtues of remaining silent v?ere 

she to hear somo of the administrative arfKuments for observing secrecy. One president 

was reported in a student nevrspaper as saying, 

"You'd do more damage to people by free and open discussion, even if a person 
asks for it/' 

Character assassination as an administrative "dirti^ trick" designed to drive 
"trouble makers" off the campus appears to be actively pursued by many administra- 
tors. Here the stereotypes of women hold full sway; 

"I havo been entrapped, bugged, taped, quoted, and so forth. One example is 
cf a student froin the campus newspaper supposedly intervievring me who tried 
to get me to say that I*d been giving abortion counseling. My boss is 
^pressing' now - has resorted to the ultimate •zones*: mental health and 
sexuality, The results on me are that I am unemployable." 

The intimidation and harassment against women who file complaints may sometimes 

reach unbelievable proportions; 

"Last year I filed in federal court against the department for sex discrimina- 
tion. You will not believe the personal degradation I have suffered since 
filing, using Title VII and the first and fourteenth amendments. The Univer- 
sity is trying to locate every illegal act I have ever committed, but fortun- 
ately, vrith the exception of two minor traffic violations, I am 'clean/ 
I have been labeled a troublemaker, a firebrand, and emotionally unstable." 

The above respondent had also presented a paper at a professional conference which 

led to the formation of a commission on the status of women in her state but which, 

according to her, brought her only "personal harassment." Here is an excerpt from a 

campus newspaper referring to a tenured professor who had been subjected to constant 

threats of firing by her administration: 

"Though she has asked repeatedly for reasons for such harassment. President 

has alluded only to 'secret documents* holding defamatory material so secret 
that even she is not allowed to know their contents, She believes that the 
real reason for tho administration's repeated attempts at firing is her 
active involvement in women's causes.., The last attempt followed her filing 
a complaint with hT!7." 

":/hen cae^?s actually reach the point of scheduling a hearing the entire resources 

of the campus s^e:?. to bo deployed in order to drive the "cnf^my" from the campus, 

How the reward system is go-.. . ' ■ 1 ^'-.■orriiinh this is vividly portrayed by one woman? 

"After six days of hearings and some outlandish 'hate' witnesses which the 
judge removed from the vritness stand or had the federal marshal remove from 
the courtroom (because of disturbances), I received a court injunction. There 
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i^as lots of perjury on the witness stand, The Dean under cross examination 
essentially admitted his twisted story. Students who had previously supported 
me but who now work for my chalrmanp perjured themtielves , too. Faculty 
who had written very favorable letters about my teaching ability refused 
to say so under oath for fear of being fired, I am back to work now but I 
cannot answer my phone because of the obscene phone calls/' 

Demands for a f .r hearing for a prot<3sting woman may end up with the adminis- 
tration setting up a kangaroo court, 

"There were lots of lies, letters backdated by one month from the adminis- 
tration, etc, After 3^000 students, staff, and faculty signed a petition 
for a fair hearing, a kangaroo court hearing was offered, vrhich I did not 
accept* '* 

and with the complaint ending in court. In some '•duly" established hearings even 
the top administrator of the school testifies, leading the drive on distortions, 
retroactive change of rules to fit the alleged "crime," outright deceitful state-- 
ments, and false witnessci"^. to discredit the "trouble maker" professionally and 
otherwise , 



The Field After the Battle , 
What are the results of confrontation? 

At some point during the confrontation stage some administrators may decide to 
take the line of least resistance. They make some gesture to resolve the issues, or 
at least some of the issues, f[ere we are primarily concerned with the outcome of 
cases, regardlet^s of whether or not the compliance afrency or court of law has made 
a final determination or "disposition," 

Monetary compensation seems to be the most frequent tyf>r oT "adjustment" for 
resolving griovauueo, iiut such compensation may not even bo- '^-- the inequi- 

ties which protesting women have listed and documentod' as sox~n. lated grievances. 
Those women who have gone throuf^h all the grievance sta^^es almost without exception 
view the end results in less than satisfactory terms j 

"I have once a^ain failed to receive sum^ier employmant* Men with my quali- 
fications have teen promoted, but no woman has been promoted on our campus 
to my knowledge, There have been some sli.'^ht nods in our direction with an 
insulting; vl5 a month adjustment, which is about l/lOth the amount I feel 
I deserve. " 

Furthermore, as the above quotation shows, women who file the complaints do not 
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appear to faro any tetter than those who don't; in fact, their complaints may be 

ccn^pletely l";;.norod coyoad tho token salary increases {.-iiven to all the womeni 

"Hany women v:ere given raises above the 5»5.^ standard IncreascB everyone 
was /?:iven, '-Iq uere also ^iven raises (the chax-gees) but no poronotions, 
tenure, back pay, etc/* 

uhen pressure is brought by a cor?.pliance af^ency, under the adverse and poten- 

tially embarrassing publicity a university administration may recognize the demands 

of women and make a first move in the direction of compliance, However, even here 

the adjustment may be for one year only and does not necessarily indicate any bona 

fide attor^pts to remove inequities for all the campus vromen for all time. In the 

followin^^ rare example vrhere a compliance office has shown signs of lifOj fjoing so 

far as to exert some pressure, many women are still hard at viorki 

*'Ky salary for 19^2 v:as Olli^50 for 9 months, The averace salary for 
associate professor v^as $13p600, I was given a ''}l,^3^ raise for 19*^3 
as a result of our investij^^ations and the pressure broujjhi by H^^^ This 
also has encouraged the hiring of a few women faculty at cur institution. 
\Je are still hard at work through our local Commit too of .fomen on Campus, 
AAUP" Committee Sociologists for Ivomen in Society, and the state Commission 
of the Status of :7omen to improve hiring practices, salaries^ tenure and pro- 
rr^otion for faculty iionen» staff, professional staff vromen, and women students," 

In another T^-re case where a compliance agency rendered a final judgment ~ and a 
positive one at that - the lump-sum settlement followinri years of blatant discrimina- 
tion throuf,hout the entire career of a full professor does not even begin to restore 
the losses s Y! 

"3o far I havo had the offer of reinstatement and ';^'^>000. 3ut this does 
not cover roiaodies for ry complaints of past discrim.i nation. " 

And actua\l7 boin;' involved in a law suit by one group of v^omen was felt to consti- 
tute seme doc^ree of progress, especially in view of the fact that a more permanent 
base Kas ostablirhed for the redistribution of power within the institution: 

"The women involved in the law suit have thus far received substantial 
raises^ two were promoted, two wore ^^ranted tenure, and several of us have 
found ourselves on important university committees whore formerly no women 
or only 'safe* vromen vrould fouRd, 3o I would say that the protection of 
having a suit in liti'3;ation in a federal court has been quite substantial, and 
that our position is better than that of most women who iiave relied upon 
complaints to administrators to redress their grievances," 

Hovjever, it is important to note that, as in the previous two cases, that these 

^"-ood faith'* efforts on the part of the administrators to reduce sex inequities do 
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not Indicate a planned effort throur^h affirmative action to chan/?e the future status 
of the wonon* In shoii:., tha accommodation does not involve the necessaiy institu- 
tional re-arrangenients, \'e can also wonder how the university committees were con- 
stituted in Vno last case. 

Often complaints and a combination of other circumstances on campus may pro- 
voke an arbitrary selective process as to who profits from the token efforts of the 
administrators to correct inequities, In this respect they may be quite inconsistent 
in the distribution of the rewards to women, ?or while some women may f^ain, others 
may lose. In the following example both older women and medical students are the 
losers following the filing of a complaint, 

"Success has been obtained in some very subtle v;ays. The univesity has 
promoted one of the younger women to full professor as a token. The older 
women are still overlooked. This same person vfas appointed head of a 
women* s equality committees she v/as to look into encoura/^in,^ women m.edical 
students, vihich amounts to nothin^^^," 

vihile in another case the losers are part-time vromen not on the "tenure track": 

"The part-tine vjorica filin,^ the complaint with lost but women in the 
'regular' posit lonB vion,^' 

One explanation for the seemingly unfair results of token compliance which 

may exacerbate discrimination rather than eliminate it is that some administrators 

do not pay any heed to existing Affirmative Action f^idelines which would make it 

possible to have a clear policy for equalizing work conditions. This is suggested 

in all our cases, if not outri-jhtly stated. Here is one respondent who Indicates 

that Affirmative Action Plans may be more a drean than a reality: 

"Those few women vrho had 'rerjular' positions were given a raise in salry 
to brin?; their pay up to par with men faculty, but the university has, 
naturally, fewer vfomen teaching this year than last year. Their Affirma- 
tive Action Plan to hire more vromen has not brour^ht significant numbers of 
women to campus." 

Kore significant than the token or loss-than-satisfactory resolutions to sex- 
discriminatory complaints are the results when administrators decide to take a hard- 
line approach. Our roaoondentn indicate that this is by far th.o most commonly used 
strategy on their campuses. There are several ways In which it occurs, One way is 
to completley igziore tho v'oman who has filed the complaint while rewarding other 
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women s 

"There has been no action in my case. A few minimal results for other 
women on the faculty - appointment to committees (all very weak at this 
college), one appointed professor (we now have two)," 

Often such rewards to women who are non-feminivsts: 

"A latent outcome of my activities on the behalf of women in my department 
has been the increase in salary for one woman and the promotion of one asso- 
ciate professor to full professor, Ironically (although predictably), both 
of those women are 'against women's liberation,' I have mixed feelings about 
these latent consequencesi I am happy that their injustices have been righted 
and yet angry that it has been my activity which has brought this to fruition 
and I receive none of the benefits," 

Another way is to en^a^^e in one form or another of reprisal af;ainst one or all the 
women who file complaints against their institutions. Harassment and intimidation 
are two such expressions' which administrators use to even up the score. One respond- 
ent tells how such harassment occurred in the case of another protestor: 

"One of the two other women at my university who filed with S-iOC after I 
did had reprisal against her in the form of destruction of her files or 
papers which were in her office." 

Still another indicates that husband of protestors may be the unfortunate objects 

of reprisal, 

"There has been a considerable sense of intimidation: two unexplained 
episodes of removal of husbands from responsible positions* Their wives 
were known as troublemakers," 

while another reports that in her university the entire femal faculty viere being 

punished: 

"3o far> no success > Je are hoping the agencies will come throuf^h for us. 
Since we wrote our initial report and filed the complaints, the salary gap 
betvreen men and viomen faculty has widened /' 

The ultimate form of retaliation comes v:hen the protestor is herself fired. 
In fact I firing seems to be a rather common consequence for academic women vrho 
challenge their employers. Here is a case where the administration made a clean 
sv;eepi 

"All the feminists in my university have been fired." 
Being fired is also the fate, perhaps not unexpectedly, for part-time workers who 
lack the advantages which fully employed academic women have in colleague support 
and access to legal rodreso^, 
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''I war. one o^' several wonen who filed a complaint vritli H'^/. I was never 
called to toach a,;;ain. ilost of the wonon who were associated with the 
complaint were not called to teach again because their circumstances were 
the same as mine. K^V could not 'protect' me because their fpiidelines do 
not cover 'part-tifne workers,*" 

It is especially important to note that such a disastrous course of action as 

beinr; fired may occur despite overwhelming support for opposite action, as this 

case of hi*T,hly recommended professor shows: 

"I am the first i;oman in my state to win a case with the Human lights v^om- 
mission on the basis of sex discrimination in higher education < I believe 
I may be one of the first to achieve both reinstatement and promotion - not 
just rehiring. My promotion was irecommended by a department committee, the 
chairman, and dean, I had top priority in the department, number 2 priority 
in the School of Liberal Arts (17 departments). The president turned down 
the promotion, arbitrarily. I then filed with the state Commission. The 
president fired me, giving no reasons that were of substance. It took hun- 
dreds of days to claw my way out of the snakepit; " 

And it is also important to note that filin/j a law suit may make it possible for a 

group of women to hold the line aji;ainst retaliatory measures and even gain support 

from unexpected quarters^ 

"So far the vrom?n Involved as plaintiffs have not been retaliated against. 
Subtle pressures have been applied in some cases, but we have teen able to 
resist them successfully so far* And althoup^h I am sure my male colleagues 
are outraged and critical, some have been quite supportive since the lawisuit 
was filed over a year a^o,'* 

The selective procoso as to who among the protestors goes and vrho stays does not 
end with the type of eiaployment or even one's proclivity to feminism. Retaliatory 
screening oocasicnally finds some protostin^^ women winners, others losers, even 
when they have filed a complaint together' or wero othervrise equally involved in pro^ 
test activities, In one case where three women grouped tor/ether as complainants, 
tv;o made substantial projress for both themselves and other women, while the third 
found herself blac;:balled and even deeper in protest activities in her ostracized 
condtion; 

'*";ith two other women we er-.tablished a local T^AL chapter and lodged a 
complaint under '.xecutive Order \1?A6 through 'EAL with the Department 
of KD*^ Most women have received pay raises though not yet completely 
equal to men, and there have boon some promotions for some vjomen, Cf the 
three original women, two of us have b<>en promoted. The third has been 
blackballed and noi: has a harassment complaint lod?:ed with K-Z'l and ?,'SOG. 



In another case, mentioned earlier, where an active vjomen's caucus had succeeded in 



brinfjlng a Department of Labor Invest Igator, one of the protestors suddenly vanished 

from sight, while some gains vrore made for others left behind j 

"The group strategy was very effective, except that at least one of the 
women involved is no lonr^er at the university, Senior women in particular 
have benefitted from the stratcry/* 

In the last two exaraples it may seem ironic to punish only one of the protestors 

who help turn the tide for other non-protesting women. It may even seem outrightly 

cruel. Certainly the following words of one su^h casualty suc{*^est an element of 

cruelty J 

"Throe years ago I filed a federal contract compliance complaint against 
the University. ^ riuch has chanf^ed for other women as the result of this 
action, but I am unemployed." 

But only cruelty can describe the outcome for the protestin^^ vioman when she finds 

that the only sin she committed - filing a complaint with a government agency - 

may follow her all the days of her life as she tries vainly to resurrect hor ruined 

career. One full professor writes of the unenviable state of being blacklisted 

for a position after she had been fired followinfi; filln,^3 a complaint as the first 

woman on her campus i . 

"I heard from the university that I was not on the final slate. Shortly 
thereafter I received a letter from a recent alumna of the school informin,^ 
me I'd 'made' it right down to the last four (which included 1 black and 
2 women) but that members of the committee had told her that my references 
said T was Mevisive' AIJD I HAD ?1U^T) A S^CX DISGRIKINATIOi; GOJ^PLAIHT AGAINST 
ANOTFKR STA'H UNI\^sPSITYr' 

Conf roatation is the la^t stage in the ^^rievancc process, , Dnrinn; this pro- 
tracted period of tine protestln-^ avademic women face the full impact of pov;or and 
resources avallaolo to eollr^rc and aniverr;lt7 ad.iinistrations. The net results are . 
only te:. ij.; i . vo ;-Xfri*.ln^-^ solutions desl/^nod to hxish up the com])lainants and 
maintain the st^iu^ ^uo . The compliance arencies al30 miss the point: cvnn in those 
rare cases where a det'Mmination has been reached, any ])osltive results are almiost 
entirely limited to monetary r5aliis, and minimal at that. Past diocrimlnation does 
not count, and next year's problems can bo postpon'^d; affir^nativo action is fre- 
quently but an empty phiMse, But whatever the outcome, the results stop short of 
establishing the necessary institutional fram.owork to cope with a universal problem, 
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Nearly all o\ir casot^ seem to show, in one way or another, unplanned, vacillating;, 
and unfair policies and procedures in coping with sex discrimination, 

Additionally, throu;d^out our survey we have so far been able to see how admin- 
istrative action, son^otimes approaching vindictiveness, asserts itself, Now we can 
see tv^o after-effects with probably far-reaching implicat ionsi one is punishment of 
the protestor while rewardinf^ those who do not protest; and the other is ruining the 
protestor's career, perhaps for all time. In this respect academic women who decide 
to protest sex-related inequities through legal action are likely to become both the 
sacrificial lar.bs and the victims. Some women give up altogether. Others find 
outlets outside thoir campuses for their feminist convictions and their desire to 
make virong right. V:hat protesting v;omen do beyond the ivy-covered walls of academia 
becomes our fourth type of response pattern, 

D, Activism Outside Academia 
Unlike the first throe response patterns, the fourth does not take place on the 
caiTipus or in isolation to the protefeting woman's own case. Also, it does not involve 
making complaints or confronting the administration with law suits. Protesting 
academic women also appear to be active in other activities of various types rela- 
tive to the women's movomont, sometimes in relation to academic discrimination, some- 
times not, 'A'omen are en-^a ed in a round of activities whose common them.e is that 
they are discriminated a'-^.ainst, not only in academia, but in society: 

'M fil^d cases v;ith E^^CC , tlT:*/, and FlJPC, I vrorked through and on our univer- 
sity's Status of ■•/omen Coriiriittee , I testified in state capitol before the 
state Commic^Gion on the Status of Women, I discussed my problems with the 
Affirmative Action Officer, my superiors, and public officials, I worked for 
passage of the 'Or<A, 1 attempted to get appointments on more univjirsity corn- 
mi ctees which would demonstrate my willingness, capabilities, and interests," 

3ome employed women prefer to put their efforts In activities outside their 

cam.puses because of the risks entailed in questi.oning administrativt: decisions ^^^x 

out of a feelinr, that protesst would be hopeless. For such women those efforts to 

contribute to the women's movement are both diversionary and compensatory, although 

they may also involve risks of another kind. Here is an example of one woman who 
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was able to (llr;placo her an.^er and frustration at the same timo that she found a 

market for K ^ ..jnt:^: 

"Looking back, I oec th^t I did not pursue the available le^al remedies at all 
vigorously. At first I wondered why, since I am a fairly "confrontation orient- 
ed" person* I, who am so ready to "fight*' really did not have the guts to 
tolerate what I, deep inside, knew would happen. Then, having attended the 

hearings of ^ 's case, I believed I couldn't win. The university turned 

out all its big guns to try and show that she was Incompetent. I knew that if 
I had filed a complaint, my employer would testify that I was "abrasive," 
"hard to work with,*' and suspected that there vfould also be an attack on my 
competence as well, Vhdt I did was throw myself wholeheartedly into a different 
stmggle - that of creating a business with no money and no creditr Because 
of the {-rowth of the women's movement and some fortunate decisions, it is 
succeeding and growing far beyond my hopes and expectations. unthought 
out strategy, then, was to retreat on the academic front and fight the enemy 
by helping to organize dissent and rebellion in another way, I have also been 
very active in N0>[, both locally and nationally," 

As this respondent suggests, academic women who have bcv-^n Involved in countering 

sex discrimination on their own campuses appear to be very active members of national 

women's organizations such as NOV/ and WAL, often in leadership positions. In such 

strategic positions they nay even be able to attack the problem of sex cUscrlmlnatlon 

more effectively, and especially come to the rescue of other women needing helpi 

"As the President of my state's division of Women's Equity Action League (vEAL), 
I help women on campuses file charges for sex discrimination against their 
universities, 'RAL usually files a class action charge in our name to protect 
the individual vroman, It's exciting to see women who have been kept down for 
decades on our campuses finally draw the line and start fighting back," 

Academic women who protest sex inequities on their own campuses have also been 
at the forefront of the women's movement in their professional associations, helping 
to organize caucuses and the other ad hoc and advisory vfomen's groups to promote 
change in thoir profession and in their departments. One woman who had written a 
paper for distribution to th^^ governing body (Council) of her professional associ- 
ation says the followln-: about her efforts as a member of the women's caucus: 

"Members of ^ho r^^r-rly formed Association for //omen I^sychologists (A;/P) had 
observed - i r, wiv-n r:alo psychologists participated in rap sessions in which 
women revealed the details of their experiences in graduate school and in 
job-seeking and their pain, they often experienced a radical change in their 
perspective, 3o a call went out for papers en the subject in the hope that 
Council members nirht be moved to be more sympathetic with the requests that 
the AVJ? was making for improvement in our status," 

Often these women's groups come to the direct aid of their colleagues who seek help, 
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tut more often our protesting wojnen find membership to be sufficiently rewarding in 
itself i 

"My increasinc^ interest In Sociologists for Women in Society (SI'/S) is a 
strategy purely for self-confidence and knowled^je, It works like a 
consciousness-raising cell;'* 

Perhaps as significant as leadership and membership in the professional asso- 
ciations are the many endeavors by individual women and also by coalitions of women 
in activities which cross academic disciplines and promise chan,^^:: in both direct 
and indirect ways, Although many examples may te cited here, the following should 
suffice to illustrate the extent to which many of our respondents, who have them- 
selves experienced discrimination, will r^o to eliminate inequities for other women* 

"1 spent July preparing to testify, and testifying, on }[,R, 208, the Mink 
Educational 7quity bill," 

Here are the words of yet another woman testifyin.^ before a congressional committee 
for tax reform; 

"/Je ask to have the tax-free status of the universities and foundations 
re-examined and suspended until such time as they make some realistic and 
fundamental changes and become the open and equal Institutions they were 
meant to .bo. , tSpecif ically, we ask that the sa.tc clauses that apply to - 
public moneys should apply to foundation funds so thdy cannot be used 
where discrimination exists." 

Another respondent tells of her experience organizing a coalition of women's organi- " 

zations in order to f^et women, many of whom are in academia, to sit on the scientific 

advisory panels of the many government grantin^^ offices from which women have been 

virtually excluded in the past: 

"Initially unsuccessful approaches to NASA and the National Academy of 
Sciences made it clear, however, that action to rectify the virtual ex- 
clusion of women could not and should not be taken by any one person or 
one or,^ani7^ation, l/hat we needed was a coalition of women's groups in- 
cluding not only scientists, but lawyers and the lay public. To accomplish 
this I put on my several caps.,, and organized a small, loosely knit group 
of women from several professional organizations. The ^roup f^rew stronger 
and lar/^er, hov.'ever, as the men resisted our efforts,,, I polled my 90 
Renbors, receiving an unequivocal go-ahead from thorn, aLso. Kinally, the 
group determined to be effective in increasing the number of woraen in 
advisory and decision-making roles in a granting agency.'* 

Another type of important activity in which protesting wom.en engage is directly 
related to the academic profession - scholarship through research and publications, 
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The Intent Is to expand the knowledge about all women > not merely academic iansi 
and to expose the Fiytha, inaccuracies, and sex discriminatory practices which take 
place in all segments of the society, Participation in such intellectual activities 
may or may not help advance academic careers. Here is a case of one woman who had 
yet to hear about the outcome of her hearing review in one college but who was pre- 
paring to put her scholarly knowledge to good use even before she had begun her new 
posltioni 

"I'm expected to go back to being a scholar and stop fooling around with all 
this women's stuff. 1*11 bo very interested in the reaction of my profes- 
sional colleagues to my next line of research, whlchhasto do with the 
perception of women in the Middle Ages, and which takes a highly revisionist 
approach to the whole courtly business, I must say, fighting this discrim- 
ination thing certainly keeps one on one*s toes - or dead." 

In sum, activism outside the campus boundaries by academic women may become a 
way of life sooner or later for academic women who have challenged the status quo . 
Many of our respondents are Involved in not one, but several other activities re- 
lated to the women's movement. Three points should be made about these activities: 
First, it is easier, and sometimes even more productive, to work outside than 
Inside the system, especially where there is strong institutional resistance to 
change? as a matter of fact, administrators with questionable or negative perform- 
ances on matters related to sex discrimination on their campuses may welcome outside 
activities as a cover*up for their administrative malpractices. Second, academic 
training and intellectual abilities are groat assets in working for the women's 
movement and give support, at least In part, to the maxim that "tho pen is sometimes 
mightier than the sword*'j and, third, cecmpus protest is part of a larger revolutionary 
movement which goes beyond the bounds of professional interests and employment 
status . 

III. THE EFFECTS OF PROTEST 

What is the impact of the protest experience on academic women and their insti- 
tutions? Vfhat happens to the self images and the careers of these women? t/hat 
g|^(]]inges occur because of their attempts to correct employment inequities? 
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At most, these are complex and difficult questions to answer here* As yet most 
of our respondents who had filed complaints had yet to reach any terminal outcome of 
their cases, We can only present the Impact of their experiences at the present 
stage in which thoy found themselves when responding to the questionnaire. And we 
can only offer their own interpretations of the experience on their institutions, 
keeping in mind the limiations of such responses. 



A I Impact on the Individual 



At one time or another, most of our respondents experience a strong degree of 
anger as they flpht sex discrimination In academia, and they keep their anger to 
themselves! 

"Let me try to descrite my reaction when it was cle?-r that the university 
wasn't going to make me an offer. I was on the job market at the time 
and felt that the people they were looking at were way 'Inferior' to me, 
and that they simply didn't want to hire a woman and certainly not a fem- 
inist, and that they were therefore downgrading my abilities. My reaction 
was to just withdraw from everything - wouldn't talk to anyone, avoided the 
office, tried to sneak in and out when no one would te around, I had so 
much anger and was so hurt that I just couldn't deal with it all." 

a 

This also Includes the frustrating experience of seeing that/few women do the work 

for those unwilling to get Involved, 

"I have teen frustrated at the non-involvement of other women who let a 
few do the work for them, at my own and the Committee's lack of know-how 
about working within the university system, at our lack of actual power 
as a committee, and at the tendency to let the have-nots (non-tenured 
faculty) carry the burden of discrimination," 

and which may end in disappointment; 

"Trying to make it in the system»».ls the way to self-destruction." 

But often mixed with anger and frustration are other combinations of feelings, 

such as resentment, bitterness, isolation, rejection, discouragement, self-'t^lame, 

and fear. The following remarks illustrate all of these feelings, and others 

besides 1 

"I guess I have been a very slow learner, trusting somehow in the justice 
(eventually) of the system and for myself. But this year I am consumed with 
anger and indignation. 1 feel as though I've been had for these past years 
Q and now with the job market tight, my real responsibilities for my children, 
FRIC view from below as I watch my once-upon-a-time peers advance through 

SSfei^ the ranks (even my students are associate professors already), I am resentful 
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and bitter. Some this bitterness, of course, turns inwardj I should 
have teen better, I shduld have looked out for myself. All the knowledge 
we pass onto students, Including our understanding of the politics nf 
organisations, I could not activate in *er/ns of my own career. I have this 
nagging self-doubt that maybe I really am not capable and wh^ the hell-do-I- 
thlnk-I*ain playing at professor? I don't have the basic self-confidence that 
I am billable, capable, competent, etc., and going through the process of 
job-flnding encourages all these fears, 

A more specific situation of an already employed woman indicates the costs of sex 

discrimination for both the protestor and the entire department, including the 

students I 

"The result on the department has been complete fxc nerititlon w.'ih almost 
no communication across 'sides*' The chairman feels a v^i^at deal of 
pressure from my professional community to appoin' mo* tcconso I am well 
ojv P±ficC' . and his reaction to that has been to ?or» rao in evory possible 

. s [i V students requested that I be allowed to i^c-ach a certain graduate 
oouibb. Hnd his answer was "over my dead body,' so that the ill feeling 
even its toll down to the student level. I h^ve become totally 

bitter about the whole thing and will probably leave the university, even 
if I win the case.*' 

And the human cost can be substantia li 

"The re:.! question of all this Is c^st, not only the cost of a lawyer or 
threat of a job, but also cost in an unbelievable amount of human energyi 
Eetwen all this nonsense I am trying to write. I have so:\o i'A:'a3 cut- 
lined and when 'free* (fro/n the appeal, from the hag:gllngi etc), do write. 
But ihore is a fury in me that so much intelligence on both sides and 
humaneness is squashed In the process of continual discrimination." 

The result of involvement in change may sonnet imes be drastic^ 

"I sV:all probably never be the sa.T,e in my outlook on life. I never knew 
people could be so treacherous. Possibly this is so out of a real fear 
of being fired." 

Perhaps even nore serious than the effects on the personalities, physical and 
mental strength, and the mor?ilo of the responding women is the impact uhich the 
experience has on their careers, h,olh actual and perceived. ?!arller we saj iiow 
engagement In open confrontation often reached the point of administrative reprisal 
in blackballing, firing, and blacklisting women who had filed complaints, In some 
oases tho da.Tjage appears to h^. severe and ivrcparable , One woman sumn: rlz: suc- 
cinctly the Impact of her involvement an her careen 
" I was slaughtered ao a scientist!** 



O Another speaks for all protestors i 
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"The^e must be some way to prevent other women from the destruction of their 
professional careers when they fight illegal sex discrimination!" 

But even women who file complaints after being fired find that their careers have 

b<5en seriously affected, The unemployed woman may reach the point of desperation » 

especially when she has children to support: 

"I must feed and house myself and my children. How can I do that without 
switching out of academia? I am untouchable from the point of view of 
academia notwithstanding my three degrees from Harvard," 

And the woman fortunate enough to have found another job while waiting for a 

judgment on her case finds her career moving in a regressive directions 

"I have experienced difficulty in finding a new position because of my 
activities, although I finally have found one at a lower salary and a 
low^r i;:Gitlon within my grade than I enjoyed before," 

In a : : the impact of the protesting experience may have negative con- 
sequences for future feminist activism, A pledge to coriforn is one outcome: 

"Should I obtain another job, I plan to conform and 'take it.' I badly 
need the money, because selling blood just does not pay my expenses, and 
I cannot get my unemployment check until late July." 

Another result is hesitancy to speak out because of fear of being blacklisted while 

searching for another jobi 

*';/ere I to declare that I know for a fact that I have been blacklisted 
in my field would be extremely risky. In fact, I am not going to really 
complete this form. Too bad^ the system goes against us even as we try to 
work our way out of it," 

And, finally, the treatment received by one respondent viho protested sex inequities 

has negative consequences for the institution itsolf, 

"What I have been doing was the activity of the typically alienated, 
I have withdrawn from the department and am taking what I can from it, 
I fulfill all requests asked of ne but I have not forged ahead on my ovm 
creating new courses, new programs for honors students, etc." 

and especially for the students, as both this and the following case shows; 

"My case has aroused a surprising amount of really vicous resentment in a 
sizeable number of my male under|i:raduate students, especially those in lower- 
division courses. They apparently feel very threatened by a woman who stands 
up for her rightsl This has made some unexpected difficulty in relating to 
certain clasees in the way a good teacher should, a difficulty which I had 
not experienced before," 

O The effect on the protesting woman is not always negative or destructive. In 

ERIC 

m^smiictf even the most difficult and painful experiences, regardless of whether or not 
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the outcomes are successful, motivate most academic women protesting sex inequities 

to .nove In other directions i 

'*! was told I couldn't be considered for a job in charge of an inpatient unit 
because that job wouldn't be given to a woman with young children. The re- 
sult was that I was furious j depressed for months, I didn't say anything 
at the time, but the experience radicalized me, resulting in my actively 
agitating for, and getting membership on the American Psychiatric Associa- 
tion Task Force on ;Jomen." 

As this situation illustrates, these efforts may be aimed outside the campus. But 

they also occur on the respondent's own campusj 

'*For me it is not the open hositility, or bad jokes, or any of the overt 
behavior but rather the indirect and subtle behavior which is the more 
difficult and frustrating to deal with. The 'enemy* does not attack but 
rather ignores my existence. Memos pass from one level of administration 
to another without even stopping at my desk, Meetings are held which affect 
niy program and I'm not even invited to attend. Hlxperlence has taught me that 
responding to each incident only wears me out and seems to have little or no 
Impact on the institution, Ky counter stratagems, as they continue to devel- 
op, are therefore as subtle as the initial discrimination. Chief among 
these strategies is building a female counter network. This is by no means 
an easy task since many women feel insecure in their positions and uncom- 
fortable about helping another woman* Once a trust base can be established 
these relationships can be mutually beneficial." 

Certainly, the effect on all our respondents has been to raise their conscious- 
ness levels to points far beyond what they had been when they first became aware of 
sex discrimination a^^^ainst themselves or ot]i3rsj 

"The experionce was exhausting, but also exhilirating and consciousness- 
raisinr, -''^h for me and for those who struggled vrith mo," 

Such feelings are also usually accompanied by an awakcnlr^^, concerning the realities 

of life and confidence In one's own stren:^thSj 

"I feel that my political naivot^is gone forever, I liavo been verbally 
abused and attempt? arc constantly made to dismiss the issue - and me - 
but I feel more self-respect than I've ever felt, I believe in my intel- 
ligence, abilities, and values and will continue to struggle for them/' 

appreciation of the concept of sisterhood, 

For me personally, the most important positive result was learning the 
importance of sisterhcod, not just because of the sense of warm support it 
brings but the real power. I had alvrays assumed ^ and teen encouraged to 
assume, that academic politics was something the men did, and women were 
rewarded for their meritorious performances and for 'being nice.' My sis<- 
ters, faculty and students alike, made it possible for me to weather the 
psychic shock of discovering that the sky didn't fall when you kicked back 
hard, if you were kicked. Anger alone would never have been sufficient for 
me personally to have survived this whole process." 
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and involvement In a purposes 

*'The experience of working on the University Committee has had several effects 
on mei a feeling of Involvement and purpose/' 

Without question, the experience of protesting sex inequities has a strong im- 
pact on academic women with serious implications for their academic performances and 
their professional careers. Nonconformity to the norms of academic and female obe^ 
dlence Indicate that temporarllyp if not permanently, the Ir.i _tual talentn of 
these highly educated women are diverted from the task at hand and wasted in the 
dally round of fighting discrimination, It is equally evident that personal experi- 
ence is a] so a highly radicalizing one, Even those women who are at first unaware of 
what might te involved when theychallenge authority acquire a deeper understanding of 
the values embodied in the women's movement* 

B, Effects on the Institution 

The overwhelming consensus of our respondents is thatr-if any gains were made at 

all, they were far too inconsequential to brln^^ about discernible changes on campu^ 

concerning the status of women* Cne roypondcnt , expiosslnf^ such consensus, states, 

*'Ky impressslon of the vrhole effort, locally and nationally, is that there 
is lots of noise from every segment and very little action," 

and another says, 

"The only change in the Institution is that the men are beginning to Halk" 
a better story, Rut there has been very little action."^ 

Another variation is that one individual's case is not enough to compel change, 

"The committees created because of my case still exist and operate, but they 
do not function adequately to help women who are oppressed by the insti- 
tution. It would have been extremely difficult and probably Impossible 
for me to get an appropriate teaching position anywhere in this country 
if I had not won this battle. However, this kind of charismatic event 
does not manage to bring about permanent institutional change," 

while another respondent feels that there is still hopej 

**Xy strategies have thus far only made it possible for me to survive and 
function at this institution. They have not as yet been effective in 
changing attitudes or behavior, but I still have hope," 

But many women also see a combination of effects of their participation in pro- 
\]Q t activities. One of these is consciousness-raising for those women seeking change 
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and a sense of camaradcrieshlp which may bring about the desired and hoped-for change, 

'*Thero Is a problem^ of coursej in maintaining spirits Occasionally setbacks 
unite us; at other times they weaken us. All in all I think women have 
benefitted in that we respect each other more, know each other better, even 
though CHANiSS in hiring practices, salary schedules have not. In other woixi?=^, 
our values have been aired - they go far beyond job titles and money. They 
suggest a complete revolution - a feminist revolution which cannot be 'bought 
off."* 

while another is consciousness-raising for the entire academic community where some 
visible changes have taken place. Here is one such example following the conclusion 
of hearings where the results are still pendingj 

"STiatever the ultimate disposition of the complaints, the impact on the col- 
lege has been enormous » The hearings were very well attended by students, 
faculty at all levels, and alumnae in the area; they were also written up in 
the local papers. What emerged tended to solidify and In some cases givr^ v..i 
for the first time to felt discrlmin^^- iVv^ <.c>^ctyt» '>noijK i^Vi oi-.i'^^n+c, 
faculty and bhafi, c-o^.k^ rT>q1d>3. etc. There is strdrig support- i.^ rin^ a 
woman precldont; this fall a committtt^ r^f Uio faculty on the status of women 
at the college will be formed 1 a committee studying tenure policy has teen 
put under strong pressure to come with seme real reforms in the system. The 
college has been put on the spot to defend its concern with women and to say 
what it has clone to promote women's self-lreage^ etc. The most interesting 
result, howeveri has teen the demise of the college dean and her replacement 
by a known sympathisizer with women's causes... 

The appearance of a "known sympathizer with women's causes" in the above example 
is illustrated in another rare example of concrete action involving an entire univer- 
fiity system where an acadcnlc woman actively protesting sex discrimination in hor 
professional association was appointed to a cabinet-level administrative position, 
Hor task was to conduct an extensive study of sex discrimination in the entire system 
with the accompanying mandate to assume the responsibility of implementing the re- 
port's recommendations. In still another case the visible changes following settle- 
ment of a suit were limited, but the still-employed protestor performed an important 
function: 

"I've teen cited as a precedent in several other battles for tenure for women 
there, and a few of them got it. It has greatly improved my own feminist 
consc icusness, " 

Sonetimes the sensitizing takes an unexpected courF^e with mixed results i 

"As a result of the hassling the Department decided that they needed to hire 
after all, and they drew up a new job, altering the ^ob specifications so 
that they would have a rationale for not considering me. Hundreds of appli- 
cations poured in, for people wore interviewed by the department All of 
them :/0:<^H, Quite a shift in behavior for the all-m.ale department! Not sur- 

o 

ERIC 
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The atove quotation also raises the question as to whether Institutional resist- 
ance (or throats to professional v tonce) may lower academic standards when 
the most qualified women are refuned appointrnonts , 

In 'inothor situation the feminist may te able to insure a degree of self- 
protection, tut not much institutional change; 

'*! believe that most of my colleagues here are quite aware of my positlm 
on 'women's* issues and would be less likely to take any overt sexist 
actions towards me than towards other women. Unfortunately, I do not 
think I have been very successful in removing barriers that exist for 
other women here/' 

Part of the reason for the lack of substantial change towards equalizing em- 
ployment opportunities and conditions of work for academic women is that food faith 
efforts have not been made to inticduoo and implement Affirmative Action Plans 
according to the suggested guidelines; 

"The impact on the university is hcartbreaklngly minimal. The department 
continues the policies and attitudes which contributed to my discriminatory 
experiences, apparently feeling that after the settlement with me their 
consciences were now clear and they could revert to the status quo. I find 
it inconceivable that they will ever hire a woman faculty member. '\e have 
a woman Affirmative Action Officer now on campus, who is intelligent and 
personable, but she has no tenure at the university, she works only part- 
lime on affirmative action and has no staff or telephone facllitieo to 
assist her ^.rd her position with respect to hirings and promotions Is 
advisory c. ' ' rf vihich seenis inadequate to effect significant change 

in this moGt ■ Itrarvt Iristltutlon. "* 

The unbending rule of dcpartr.ontaJ. autonomy evjdentiy subjugates even adminis- 
trators who are responsible for the equa] 1/. in:: :j>r;^;ci:G la affirnatlvG action; 

'*lhe only cases I've seen in v;hlch the individual woman involved in r,iich a 
case comes out unscarred is where som.e higher body In the university takas 
up her cause against the department - and that is pretty rare. But 
typically, after a few female casualties, most departments s^^m to go on 
to hire their •good' woman." 

But part of the reason for lack of change may be attributable not so much to 
lack of good faith efforts or ignorance but rather to tho refusal of some adminis- 
trators to listen to the protestors and to heed the recommendations of their own 
faculty: 

"The Chancellor never answered us directly tut acted instead, prodded no 
doubt by the letters that had been sent out by the two women's groups to the 
Regional Cffico of ffC!/, the ASA Committee on Vomen, the judge trying the suit, 
Q the campus Affirmative Action Officer, etc. I/hat the administration did was 
JC squash the department's recommendations so that npbcdy was hired.*' 
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Another reason may be that inadequate controls exist to curb sex discrimination 

because of Its pervasiveness in academia^ and trustees are not the only derelictsj 

*'The problem is that the AAUP is good in supporting complaints by faculty 
members against the administration of their institutions* l^hen it comes 
to sex discrimination, however, the faculty Is just as guilty as the admin- 
istration and the AAUP is unwilling to Investigate itself/' 

Outright refusal to accept the principle of tenure and to comply with a positive 

finding of a government investigation may be yet another reason: 

"I was •fired* in spite of my tenure in July. The findings from HEW were 
positive, but after the university refused to comply with my demands, I also 
filed under state law with FEPC/' 

And finally, the reasons academic women may have been unable to effect change is 

that they have had to confront overwhelming obstaclesj 

"^I believe that the only thing that will stop our oppression is the progressive 
transformation of all the Institutions - of all the people. I cannot stop 
the university and I cannot change it. I do not believe that any of us can 
change the Institutions in which we exist - personally. In my five years 
here I did a lot to transform the university by transforming the students^ 
But the people in my department found me threatening because I was different 
from them - because I was revolutionary and this threatened them, They 
didn't like me as a woman - they held me responsible for their wives' in- 
terest in liberation, they found me threatening to their own marriages and 
generally to their own lives - professional and personal. I believe that 
any woman who threatens the power of men at a university will be fired unless 
she's such a big shot that they can't, and then they will just punish her in 
different ways. People who are addicted to control cannot allow any kind of 
freedom from their own values. I believe you need to have a deep sense of 
anger and a great desire to fight under all kinds of attacks in order to 
deal with a university because they are powerful and just wear you out." 

Institutional change is slow, :^hen the institution happens to be academia, 
change appears to be exceptionally slow, according to most respondents. One woman 
alone, and even groups of women, still encounter overwhelming odds to turn the tide. 
The abuse of power goes uncontrolled, and other long over-due academic reforms, which 
would benefit the entire academic community, are still to come. At most, the pro- 
testing women may have begun to prick the consciences of those who would deny them an 
equal share in the academic rewards, to introduce some revisions in grievance pro- 
cedures, and to widen the arena of support towards achieving sex equality, if not on 
their own campuses, at least elsevhere.ln the society. 

Our investigation shows an increasing commitment of protesting women in the 



>"i*3 movement, despite the shattering Impact which the experience hss had on m^,.,. 
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of their lives and careers. Often unwittingly, they have placed themselves in the 
vanguard of changing the status of all academic women. Eventually, they may even 
succeed in converting the tokenism of the present to an Institutional structure 
which enhances, rather than undermines, the very essence of higher education's 
purpose, 

IV, AGGOI^PLISHHENTS AND FAlLURESi AN ANALYSIS^ 

Thus far we have identified and discussed four response patterns of academic 
women to sexism and sex discrimination and have indicated briefly the effects of this 
experience on their own lives and their institutions, In the coux^se of this survey 
we have presented portions of the accounts of these protesting women which typify 
the experiences of others* Our analysis ^ . however^ was focused more on the process of 
stratagems and counter stratagems than on the outcome of this process for achieving 
sex equality. Of course ^ vre are neither concerned nor able to pass judgment as to 
whether and to what t^xtent the grievances of the victims are justified, But it 
behooves us now to attempt an assessment of the gains and losses derivim? frcm the 
protesting women's stratagems and speculate on the underlying forces of each of the 
response patterns. Such an evaluative analysis will load to some concluding remarks 
concerning the efforts of academic women to effectuate reform in higher education 
and also permit ne to r.ako a few i^^'commendations for further action, 

A, Ideolcgical Pronpuncements 

According to our r(;spondonts, deliberate efforts to sensitize academla are 
likely to be quite successful. Thus, incidents such as refusing to servo coffee or 

3lt is likely that our convenience sample may bo over-reprc'sr;:nted with rc^spondcnts 
who had unsucoocsful experiences, Since iheyy^ is no way of ascertaining whether and 
how extencive such possible bias may be, it would be inappropriate to draw quantita- 
tive inferences about the state of affairs on a nation-wide basis. On the other hand, 
ther*J seems to be sufficient evidence to draw lnfer»3ncGs about questionable adminis- 
trative practices followed by a good number of educational institutions. For it is 
important to note that each Informer reports a case which very frequently involves 
iveral women and the whole or a good part of the buVoaUcratic apparatus on her 
sjLmpus, and sometiines includes an entire state-wide campus system* 



bf!ni5 a 3oor«^t'iry In coirnittr-c rr.ootlng.^, disapproving sexist remarks in lectures, 
do.T.onstratlng that acadenlc women can be both mothers and professors, and teaching 
courses on women may effectively change values and attitudes about sex roles in gen- 
eral, and about their own roles as academic Komen In particular, 

The respondents also feel that their attempts to expose sex discrimination on 
the campuses across the country have raised the consciousness of other members of the 
academic oommunity, as vzell as their own. Committees and other groups of women air 
the same issues and problems with reports and resolutions for equal treatment and 
equal opportunity for vjomon on the campus < Younger male colleagues are more open and 
willing to discuss sex discrimination as an existing problem* And despite some male 
backlash and scorn by some faculty women who •never 'felt discriminated against," 
most administrators acknowledge the existence of sex discrimination and promise to 
correct inequities. 

The point I would like to make here is that neither sensitizing nor consclous- 
ness-ralsing efforts are likely to be resented (at least openly), since they are 
perceived as Ideological pronouncements in the current wave of the feminst movement. 
After all, institutions of higher learning are supposed to be the citadels of such 
virtues as tolorance and fair play, learning and teaching the truth, and, above all, 
freedom to express one's own ideas. Moreover, such idealistic pronouncements are 
tolerated - in fact, often publicly promulgated - as long ae they are not accompanied 
by requests for correcting specific inequities requiring funds, do not question tra- 
ditional policies and practices, and especially do not demand changes in established 
decision-making channels and centers of power, 

B. Campua Politics 

This sense of successful accomplishments fades away as idealistic pronouncements 
are followed by requests for correcting grl^^vances with respect to employment and 
professional status. Then the grievance process is no longer purely ideological in 
charactor. It leaves the idealistic sphere and becomes essentially a political move- 
Siient with academic women seeking a share in the power held by males in a male- 
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doHilnated system. Ifithln this context, the fortunes of acade mic women nay frequontly 
and to a considerable decree de pond on can pus politics ra ther than on academic 
credentials or competency . 

This is an interesting and highly significant proposition. Of course, no one 
can know with certainty the role which campus politics may have played in each of the 
reported casosj and our pilot survey was not designed to test such a hypothesis. We 
can only draw some concluding observations inductively? and the pattern of successes 
and failures seems to suggest an interpretation of events consistent with our propo- 
sition; 

Individual grievances may involve several administrative levels, including the 
president or chancellor. But at :hls first stage of the grievance process complaints; 
are handled and usually resolved at the departmental level, for it is here that 
judgment on matters relating to the academic discipline is passed. But when the com- 
plainants are women who claim sex discrimination, in most cases they are successful 
in seeking redress to their grievances for reasons unrelated to the professional pre- 
rogatives vested in the department ► In other words, now the norms of departmental 
autonomy may or may not te operative, including adherence to customary •procedures for 
evaluating? the professional competence of the protesting woman. Let us look first at 
some illustrative cases which report oorrcchion of iniquities where professionalism 
is irrelevant to the attainment of success and where decisions arc made on the basis 
of non^acadeir.tc criloria. 

Ihe process begins in the male -dominated graduate and professional schools 
where women aspiring to academic careers find that the last lap of their training 
assumes highly personalistic proportions with male professors seeking sexual favors 
and subjecting female candidates to unnecessary tests of endurance not accorded males 
before giving the nod for the sought-after degree. Despite the disadvantaged posi- 
tion in which these women find themselves, \ome refuse to pay the price, but others 
find it easier to do so. 




Once having secured the proper credentials and entered the academic marketplace, 



achieved by the women In the two cases of nepotism was not at all attributable to the 
custoin\ary priviloge of the department to jud{^e the woman's worth on ground of profe.s- 
sional competence alone. In the one case the wife was hired after the husband re-- 
signed; then the husband was rehired and both got tenurfc, The stratagem worked because 
the obvlo?js evasion of the nepotism rule had been 'abandoned at nearby institutions' 
and tecauso 'helpful in overturning the rule were the concerted efforts of women in 
my departnunt* and , furthermore, because 'their strong feel in£^s. • .were heard by a 
sympathetic department chairman,'' Here again, success occurred because the criteria 
were not academic, Alro, consider the voiaan who insisted that pregnancy was no reason 
for teJn^?: refused re-appointment. Again, the pregnancy issue had such obviously sex- 
ist overtones that noone could arf^ue openly that bein^ pregnant might impair her 
teaching effectiveness. ^ 

Stratagems unrelated to professional criteria appear to bo successful even in 
cases where women are denied redress to their grievances on grounds of alleged lack of 
professional qualifications. This point is demonstrated in the case of the respoa. 
who was denied promotion because of ^'teaching incompetence" on the basis of using a 
"non-academic text/' The faculty decision was overruled by the president of the col- 
lege tocause of the threatened adverse publicity. The two important points in this 
nase are that the alleged teaching incompetence was based on very shaky grounds, and 
the non-academic consequences of adverse publicity wero considered to be more serious 
than the use of an unacceptable text. 

Hore often, however, the excuse of prclaslonal Incompetence is Inferred rather 
than explicitly.stated. Consider the respondent who decided to fight after two years 
during which time she had tried ''to peacefully negotiate within the department.., 
power inequities mademy bargaining position weak/' and "the final discriminatory act 
was the dopafrtmor t ' s recommendation to the president that I be replaced." Although 
the question as to whether or not power inequities necessitated her replacement must 
remain unanswered, the fact Is that in the period of two years no evidence could be 
oroduced of incompetency - the only valid excuse for denial of her demands for 
ERJCltable treatment. It thus became necessary to avoid the professional Issue 
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alto^^ether, and tho woman's persistence and ''troublemaking'* nature was used against 
her In tho all-male department. One such predicatr.ent Is Gnou^?:h to. place the depart- 
iDent on Its guard, necessitating careful scireenlng of other potential female candi- 
dates for Hny proclivities to protest activities. For once cciapetdnt women are 
hired* it is difficult to find believable excuses to turn down their demands. This 
would include part-tii?.c employees who might eventually seek "regular" positions, 
as well as woinon requesting promotions and salary raises. 

The sovereignty of departmental professionalism is vividly portrayed in the case 
of another respondent. Although the minority of a department favored her appointment 
to ''a job opening with specifications fitting" her q^ualif icatlons, the "department 
was successful in claiming that they had no position available." Neither the Tean of 
>Jfomen nor the other college organizations, including the collogo union supporting her 
appointment, could "budge the department." It appears that academic qualifications, 
no matter how impressive they may be, do not help re-employment of a woman who dares 
to expose the inequities of sex discrimination* In another example, despite the qu*-. - 
ficatlons and proven competence of the part-time woman who attempted to legitimize her 
de fac to full-time status, she was not only humiliated by being required to re-apply 
for the available position, tut she was also threatened with denial of prospective 
tenure (and thus permanent employment) by the department chairman which her new status 
on the "tenure track" would command. Evaluative criteria based on competence were 
clearly subverted in both these cases where the vfomen were attempting to get "both 
feet in the door." 

There are other cases of academic women using the "channel approach,*' some re- 
porting successes and some failures, such as the case of the president granting pro- 
motion and tenure "several months after the terminal contract was issued," and the two 
cases of authorship vrhere the response content does not give us any clues to substan- 
tiate or refute our proposition, 'le cannot deny the presence of other considerations, 
including the possibility that all the vromen ir.et the professional standards of the 
'^•^artmont. Neither can we deny the fact that the administrators involved in these 
autoes acted in a spirit of cooperative rather than adversary ro]at1on?^b1n. ^'^f 
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conststeacy of the rennonse pattern oT Guccessfully rer^clved grievances is striking 
and Goen:-, to suoport our -proposition that nronor crc-^ent ialisn and competsnce are 
•accoixled far less si,:%nif iCrince in the decision-making orocess for women than are 
factors havin^*: nothim- to do with por^session of the necessary qualifloa-tions, This 
may also he true for nen if ^'C accent the oft-discussed prenise that the ^'buddj^ sys- 
tem" is indeed an acade^iic reality, 3o that as it may, tecause academic ucmen also 
tend to 'ce as qualiTiod and productive, and oft?n more so, than their academic nale 
peers, the norms relat3d to academic competence sbxehov become less salient in order 
to justify maintenance the status quo , It may be that the woman who insists on 
equal treatment is jud :Gd more harshly than the one who does not complain or indul^ce 
in feminist activities* Tne h'a-^ferounds and achievements of our respondents su^^gest 
that some extremely talented viomen are rejected in the hiring? process or denied 
tenure because o? the trit)le throat they pose to male collesr^esj competence, strong 
self-imar;;es and assertiveness , and commitment to women's rights, The academic fem- 
inist w::o states succinctly, "I believe in my intelli^^ence , abilities, and values 
and will continue to stru^^^le for them" is likely to enoormter further career obsta- 
cles than she is rresontly exneriencinT, 

ly comparison, thor.e cases which report partially or totally unsucc essful re- 
dress to ;:riovanccs se3r. to involve issues related to nrofec^s^ional depart. ..^ntal pre- 
rogatives, The consistency of the resnonse nattorn of unsuccessfully resolved 
griev-ances seems to supnort our proposition that camnus nolitics rather than academic 
credentials may dstermin'? the fortunes of academic women more ftvquently than for 
men. 

It is important to roalit:e that in some schools departmental sover^irnty may pre- 
sent a serious dil*^mma to administrators above the departmental level, larrinrr overt 
or provable s^x discriminatory dODartmental decisions , tliey rnust maintain the pro- 
fessiona] and non-pclitically motivated ima^e of the derxartment, Sven with sincere 

intentions to correct sex-oriented inequities, they are freqeuntly unable to determine 
jhere professionalism ends and dopartm-3ntal T>olitics >^cgin, At any rate, even if 

sathey do realize that a departm.ental decision is politically motivate^^, they must 



carefully wei^i the consequences of their courj^e of action lest cverrulin,^ a deoart- 
rnental decision c-n^ate?^ mnyx oroblens than condonin^'' Gex-51scx"lalnatin'': departnental 
decision^.. In r.any cases ^ '^lOwovor, it apuoars that adTiinistrators vlth no intention 
of correcting scx-ro later inoquitios may fla:?rantly violate basic r^ro "Sessional and 
civil ri-hts* ^or th^y can very effectively use donartmental autonomy as a convinc- 
in^r nr*}tense and as a "cr'iidr.ole political vcarjon to deny legitimate and justi'^iable 
requests. 

individual 

Ad'iittodly, the presence of political considerations in i^^solvinr/Vricvances 
at the departmental level 7:ay net be very clear In many cases. 3y contrast, campus 
ooliticG r^e^j.nx^, tc doMln wte the scene in cases involving --rouD .^tirievanccs , Then sex 
discrimination is a ca;r>us-wide issue, usually involvin'^ adninistrators above the 
departmental lov-1 and "requently the president. Tl":us ^'the administration has 'oeen 
hostile ^ our r^ccaxls were Mooked at' to see if we uere troublemakers"; divisive 
taetlca are -lor.mon^ anpoarin^ as pronouncements o" ^'equity and fairness" to "both 
se/es^' or as stat^'":i:ntn to create- "anti-feminist hostility" anon^^ males; mernbers of 
ppnp - ; ; - . ;';lntod faculty com^nittees on the status of women are intimidat- 

; ir.i if a fonini'^Dt happens to be in char.^re o^ a duly approved faculty oro'^ram, 
the whole adTiinistrative a^oaratus is /reare*^ to ir^.nore or undermine her efforts. 
At this point all th^se tactics and nany more may be used if the administration of 
a school, and the president or chancellor in particular, have no intention of cor- 
rectin^T sex-related ijiequities, 

0, Ccnf rcntat icni Shat Has Ccr.e Wr<^nr,? 

The widening; of the conflict to include people outside the campus rxi^vance 
process and academic net:;orks - ^-^overnnent officials, lawyers, jndr^es, an*! ad_hc£ 
wonen*s rroups and other cr-^anizations - intensifies the campus politics of the 
secon:^ x^'^si:cnsc \attern, "^or fiJin'^ a complaint or takln^^ a case to coari consti- 
tutes a critical point for both the academic vonan and her adversaries; and winninf^ 
or losing; the cade !vas no'o^ serious Implications for both, "^or the woman, her act 
defiance means that Iier entire academic career may han^^ in the balance, '^or the 

IC 

ktaministratorp he must ultimately assutre complete responsibility for the financial 
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and ropuataticr.aJ outcone dcrivin^- frcm the '?c:ian's actions and his own response. 
In short, he nuGt no-: '^ive this ^.attor serious thought and time and ho must jrsake an 
important decision a^. to 'rhether he intends to pursue a hard-lino strategy or to 
make some move towards resolution of the •-grievance* It is likely that at this point 
he may also derive some idea as to how far he can ^o :»rith the local compliance 
agency where the coi^.nlaiat has been ^"iled, 

1 , Admin is trat ive len istance . 

Cur rosDonses indicate that most adniinistrators who have resisted the protest- 
ors prior to their filinr cor.plaints continue to do so, Nevertheless, an assessment 
of the situation and its iriplicat ions for their own positions, together with the 
unwelcome orospect of a .^^overnnent invcsti^^ration, prompts soiree administrators to 
move towards resolvin^: the complaint, The road taken tends to .bo cautiousi leading 
us to conclude that they are simnly attempt in^^ to placate the complaininp: woman 
while usin^ a brashfire or "token'* strategy to the whole T>roblen, In other words, 
any "success" achieved by the protesting woman is limited to full-time rather than 
part-time workers and to the recruitment of new faculty at lower ranks, and more 
often involves small salary "adjustments'' rather than nrcmotions, esnecially the 
achieving of tenure » ^or example, there is the administrator's attempt to quiet 
the wom^n with '"an insulting "IS a montii adjustment," while at the same tine f^ivin^ 
several other v;omen "very low salary adjustments''; there is ''some lip service" 
throu.i^h hirin-^ several ::or:on who were "mostly token appointments"; there is the case 
in which ''the part^tine ':omen filin,^ the complaint with !^ lost but women in the 
'rer^alar* positions won"; and the car^e in which ^'IFv/ could not ' protect ' me because 
the .guidelines do not cover 'part --time workers,*" Tnus w^ see that whatever G^ins 
are achieved by acade-:io women are not only of token oroportions, but they are also 
unplanned Tor futj.:-:^^ years and also considered to be ^-rorsly unfair. In fact, 
"success" is only a tenoorary move ^^rad^^in^ly made tov/ards resolution of a larger 
^rrievance which is un^'er consideration for further action at some unstipulated 
"ature time, 'Jo see that tenure and full professorial status are the forbidden 



fruit for vo^er; who have been lon^ oveixiue for such merit, And we see that the 
disadvantap:es of working nart time in academla are Iricrear^od ^anyfcld since such 
ep.ployees ar^ denied even their constitutional rl^^ht to protest Inequitable treat- 
ment. In the 11-^^ht o''' tliis evidence, prospects for more oositive changes appear 
dlni and continued ejxploitat ion of academic won^cn loons lar'^e durin^r the present 
pejlod of academic hard times, 

A closer look at this experienc^^ reveals another pattern. Vhile others ,^aln, 
the woxan filing the coT.plaint seldorr; does, The saxe is true of women filin<? joint- 
ly. In fact^ not only dc prx^tostinp- women beccme the sacrificial lamhs, but they 
rr.ay also find theniselves, unexpectedly and in varylniT degree, the cb^iects of some 
kind of reprisal, ''There has been no action in my case" .nay or may not gladden the 
heart of one losing woman, b^it another who says that "much has chanrred for other 
women, but I am unemployed" is clearly unhappy. It is one thinn; to see somebody 
benefit, but quite another to b^ the one who is punished for havin*r rocked the 
beat, Retaliation for having; filed a complaint is even u.sed ar^ainst or^^anized 
women's groups who file class complaints* "The group strate^ry was veiy effective, 
except that at least one of the women involved is no lonrer at the university," and 
"most of the women who were associated with the complaint were not called to teach 
ac^ain," are only two of the many examples voicing this concern, But backlash may 
strike at all the women on any one campus, even those not involved in a complaint or 
suit* "Since we wrote cur initial report and ^iled the complaints, the salary ^ap 
between men and women faculty has widened ," and "men with my qualifications have 
been promoted fcut no women." ^^inally^ the painful lesion is learned by a few women 
who decide to throw in t'^e shoveli "Should I obtain another job, I plan to confozTn 
and take it." 

One important conclusion to be drawn from the above is that sorre collep:e and 
university administrators exert all the oower at their comnand towarx5s wlnnin/^ the 
case, annihilating the "troublemaker," or at least kceoin^^ her in her place* !{ow 
can we explain this continued resistance to resolving, p^rievances? 




/""irst, the administrator may be unwllljn'^ to assess carefully the costs of 



Pa/v:e ^2, 

continuln^^ discrlip.ination as ar>alr.st the costs of correcting inequities. Our evi- 
dence docs not seem to support the rationale that the prime intent is to keep the 
Pandora's box shut. CoF.pliance in affirmative action dees not entail a massive and 
instant re-orUering of financial priorities, Assumin/^ that the correctir^n of ine- 
quities is inevitable throu,q:h affirmative action or other le^n^al mandates, sanctions 
and continuing pressure from various f^roups, in many cases the cost of resisting 
even one complainant is so heavy that it cannot bo explained. Administrators seem 
willini^ to spend lar^e sums of money, also measured in time, to fight their own em- 
ployees by convenln^^ endless committees, hiring expensive lawyers, and coverinrr up 
their true intentions in a variety of ways, including rewarding the wrong women, 
setting; up ineffective offices for wnmen^s Issues (includlnf; Affirmative Action 
offices), all the while publicizing their commitment to women's ri.^htsi Nor can 
the rationalization be accepted that some males are also discriminated a??ainst and 
that up~-radinq; women fosters reverse discrimination; affirmative action does not 
even pretend to benefit vron^en to the detriment of men. 

A second reason for administrative failure may lie in the fact that many aca- 
df^mic executives lack the manaf^erial skills to handle problems as complex as those 
emanatin?;^ from sex discrimination, The task of inte^!;ratinr: an already available, 
highly educated and skilled labor sub^^^ixup into a systcrn where both the places and 
the rewards are scarce requires an understanding of human dynamics as wfell as know 
lege about or/^anlsational behavior and academic disciplines, Our respondents speak 
frequently of improper handlin-r of their ^ricvancesj of the lack of procedural chan 
nels for fair hearings; of the unclear criteria for hirinf:^, promotion, and tonurej 
and of shiftinf^ policies on employment practices. On some carr.puses institutional 
machinery for Tiinimizin^'^ strains is not even in existence, and it has often taken a 
case of sex discrimination to be,^,in building such machinery. "The university war> 
conpelied to create comnlLtees to deal with the problem,*' thus, even efforts 
towartis resolution which may be made in ^^cod faith may be undermined bacanse inade- 
quate procedures exist for pursuin-^ 'grievances, and plannin/^ seems to be makeshift 
or ephemeral. Such administrative practices attest to f:ross mismanawment in our 



institutions oC hi -"'er ^\V.;caticn* 

Clonely ti-?d tn l^^j-v c -cod nanaq-ement is the Inability of a'..\'ninif?ti'ators to 
undoretand th^'^ nature s^r/ d iscrir.inat ion conolaints, let alone apT^rociate the 
:^ia>;'nita:>j of t/ie ocr.'3'iai:ences for Tailin-^ to ccmoly. I'-morance of lo.ral implications 
rsay fwquh-ntly th^-i? ct^.er svl^^ of nanarf^rial Inexperleace , partially exDlainlnf: the 
bru.:;ht'ir?"^ 'solution to r.roblen.s of sex inequality, "^or the movement har, created neu 
rTObleris novor oncounterr^d ^^foro, 

'-ut all these r;iaj-:;i bit' '^xnlanatic ns nay in nany instances not be sufficient to 
explain the ru.T.-:^r^us ad."nini''^trativc ']^\- , aberations, and near ^'social 

crimes,** exist attitude:^ ^ay bo an :rrrcrt-int. ey^lanatton of situation?: ^^hich sorae- 
ti:nes seer. r,o a.-nount to "little Jator'-'ateG/' -'.uthority has boon challon-^c'l by a 
Mona.n in an in^^titutlcn wht-.r^^ rb<^dienee is required of all. Prrtestinr women seerri 
to jud.t^ed r.ore --.arohly than oi^^test i;v:^ men. In ooen confrontation conflict ap- 
pears to be reduce! to T>:rscnal tex^rr.s? r^any cases au^^-^er^t strongly that r.uch is in- 
ieed the situation, Thur^^ rera^isalr* are even TOrc sevens for voT.en vho ventiire out- 
side the channela of ad^^i nistrat ive authority, ijubiicir.e their defiance, and oth.er- 
wise en^af-;;c in the diGcbedient and un^rrateful acts cf a *'bad ^ix-1," 'e have seen 
throu^thout our cas'^s involving ^.^o^'ern^:ent a-'-encies or courts that administrators pir^ 
fla^/rantly violatin-: or ov-^enly flcutin^'^ both the snirit and the lettei^ of th^' lawj 
their ari*c-:ance to hav-^- no liTiits, ^i^y use retaliatory measures to riuopress 

the protestor-' ^ lies^ r::tracism, false charges and false witnesses in kan.?'aroo 
courts, character a-o-.asr:iraticn i divisive tacticr. » intin^d^dat ion and harassir.ent , and 
institutional viol'^^nce sc^'^.otir/.es r^>achln''" bratal ff-rce. 'lould it be that the achieve- 
iiient of equality for ^cac;errij vro^en also threatens the ^ale stron''ho]ds for hif^h- 
level adfninic trative oositions for wonen, Includin*-- coII^l-^^'^ pr^esidcncios? further, 
could it alsra tnat the achiev^n;ent if cqualitv for academic vor^en nay even t^o so 
far as to threat\ i. a] the trad. Itlonal institutional ^rran-^e rents throib^h ^'hich know- 
ledge is acquix^^i -^nd r.-r^etuatoi , inc^udin^' quest icnin'-^ the vexv ^'cnt^^nt of r;nowlGd/<e 
itself? Cthervlst^, hcv car. one exi^lain the fierce resi^^tance t^ al] the chan^^es 
^cessary to effpotuate equality and x^i a^antee a fair and democratic olinate for all 



i^o^ters of the ac^.c e'^ilo co:n-n'inlty? 



part •^ce'-i V\o 'ovc^rnrr.or.t a^rency vested with the authority to invosti/{atc 
co::^.plaintG, rlex^^nd cczr;liance, and imncso sanctions on of^endin^ institutions have in 
thtjso larf^oly unr:atir>r?.otcry results? Our respondents nre nearly unanimous in their 
indictftent o^" -^ovnrnment a-rencies. They ha\'e failed to conduct revlG'^'^ of camDuses 
and to cali for 'flir^iative .'.ction rlan5^>; they have not followed through to sec if 
plans vere ircperly drawn up and irnplei^.ented accordin'^ to official ynjidelines; they 
have ko;>t r.ecrot froT: t!^e comolainants concerning what is takin.^ T>lace between 

agency and educational inPtututioa, .\nd (except for sc%e throats) , no a^ienoy havS yet 
to vrithhclo .^ovnrnn-.ont funds from a collep:e or university, and thiri despite donion- 
strated failure, o'ten over years of time, to resolve cases, Thus administrators have 
h<^en encDura-Ted to continue oolictes of tokenism, n^akin^^ a fnciikerr cf laws and 
statutes ^>rohibitin- ti^ex cUscrirninat ion. ''J filed char^^^os ^>rith,Ff:V, ^^^OG, and P^tlPC" 
i:vi "th'^z--^ has been no investi^^ator her? as yet" and 'k-;c far very little has hap- 
pened./' is a ccr.TkCfi Jar.ent amon-r cur resnondentst Procrastination, couol.od with 
%'aste^ time and r^ner-.y, frozen e^iploy^ent status, unfriendly or deteriorating: r*3la- 
tlonshirs ^rith ccllea'^ues, and ^lco:^=y prospects for a productive and satisfying: ca- 
reer under a hostile adi-^inistration , soon ta'^es its toll» .o most protestors find 
t'nat any redre-sr^ to tieir -:rievances jo not worth c K,\c {\ 

On the other handj our rcscondent:^ also indicate in rare instances that vlienever 
the a^'cncies act, so usuailydn the administrators. Thus, dosoite the foot-drap^^inf; 
:.f ^^cvernr*ent officials IftvestL^^atin'^ discrimination, ^<hcn the a^-'-onGy takes some 
u^tiort, no r.atter ho:/ feeble cr fei-rned, there is a ':ocd likelihood that sone counter- 
action v;lil le sharked on camuus, ^ut at cit:cisely vhat point decisive and irieanin.«:ful 
:edress to rrievances for the cor.plaininr faculty v/cr^ian vill take ]:lace seens to vary 
'rX'^* one camrus to the next, ^or exarr;r)ie, the catal'^tic event towards at lOvast par- 
hiai .oonplia cojT.plaint ^lirht ^cccur when an /Sfin^.B,^ 

and it mi^ht occur when the agency 



Institutes a claj^n action suit. Thus, "a reprosentatlve" from "t':e local DeDartment 
of LaV.or Office" vaFced into the ner^scnnel and payroll offico/' ^^our Doans consulted 
vith the head of cur Aff irnative Z.ction Office,'' and '^senior vc:nen in particular have 
benefitt.d"? and, in anotner case, "I :vas given a .■l,''50 raise for 19V ^^Ith the 
••-■rossure ^.rou.^ht by '^vr which also ''^ncoura.^ed the hirinfc of a fevr wo:nen faculty," 

It is inportant to stress that government action in the.'se ty7>ioal examples has 
produced only oartial and temporary results (the salary raise in the last example is 
for one year only) with the ad:ninistrator makin? the r:estur^ to deal vrith the comr 
plaint rathor than by orr^er of the agency, Thus we can question whether the a:'^encies 
even define their functions as corr.pollin^ compliance, lut other explanations rather 
than dei^?liction of duty are possible, and further n^search must confirm the present 
findim^s. One explanation is that a.^ency intervention is strongly resisted so that 
other than totally i.?;norin5 the agency, the administrator in effect defies it with 
token compliance: ''Their /.ffirmative Action Plan to hire more vci^ien has not brought 
sii?:nif leant numbers of ;/ro.T.en to campus." ..nother is that the r/overnTient officials 
themselves use the same hard line which the administrators use: it may bo that these 
officials, workin.'^ in bureaucratic organizations whei^ sex discrimination is also 
institutionalised and where r^riorities rr.ust bo established ^ootwoen racial and sex 

Mscrimination or in term-, of time allotted to cases are nerfectly content to back ud 
the non-conolying ad-ninistratcrs and allow thorn to stall or nake only small improve- 
:nents. It is also sur^ -ested that some a^rency officials may even bond over backwards 
bo be accommodatin'^ if a good recoixi is made on the racial front, k few of our ro- 
jpcndents sur^;9Gt open collusion. And» finally, nay be the problem - or the protesting- 
voman > will go away in due tine, sinofj there is always the prospect of her finding? 
^nployment elsewhere to take th^ heat off the entire oroblom for everyone, The 
u;ency's excuse of aliowin-. "Internal procedures*' to eventually straighten thin:?s out 
(In essence the equivalent of -Uli?*s "due process") can only l^. called another de- 
i^^ytng t?,ctlc and de facto nakes the complianco officials adversary partners with 
*^^^nlstrative officials against academic women havine: no oov^r whatsoever, Othor- 

^1^^ it is difficult to .^ive any other exolanaticn as to why some wcmen ar^ compelled 
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to wait two and even. V^rv^e years aftor filln- ocTolaints ^o^oro any final aetinn Is 
ta'^'ea. 

T:>honld not ^:af:- over li^^^tly any evidence, no matter hov scant, which shows 
a final .lur^^-nont r-^ndere^-^ >y a ^^ovornmont ao-cnov in favor cf a pretesting wo-rian, "^or 
wo neod to know the cirou-^.^tancos of the case for the purncse at hand and also its 
si,^nif icanoo for th*-^ xenon's novcxent -generally, 

In one of the rar-- cases re^jortod of a successful resolution of a case (in which 
the ccmolainant wan satisfied) by a state-based agency trying; its first sex dlsoriTDina 
tion case, the a^-er.cy's dpcisioa to override the i^asistin^ university, administration 
appears to to hased on an extracr:linarily '^stron/:^' cas^-. '^^'y promotion was rocommend- 
ed ty a department co^.'nittee, the chairrr.an, and dean^' and tecause "I had top uriorlty 
in the departir.-^'nt and nunter two priority in the ^.chool of Liberal .'rts (l*^ depart- 
ments)/* If th^^ notion of acaicnic ^'superwoman" qualifies women for pr'^motlons, we 
may questinn whv cth^^r cases are not brou^d^t to coir.pletion with equally favorable 
action. Protestin-^ ar^adonio women make sure that they can produce the hax^l facts 
needed to prove the discrinination against them, rhey also make sure that they are 
not ' rofessionally v^jlnerable> even to the point of bein^ ^'over-qualified'' (also^. 
cause for r-jocticn in hirin-' before bucking the system with complaints to f^ovemmeat 
agencies or to the courts. ''J have nublished ten papers an^ prcsented another ten and 
have won a coT:rriendation for excenence in teachln.^'* and ''(l have^ four books and a 
nunb^r of articles in th- lest soc ioloc^y journals*' are typical statements of women 
who protest inequitiosv Their vitas also attest to thrlr publi^^h in^; acccmplishments. 

Yet v?e have also ':;een a few cases where .'=:overnnient a^^encies have comoleted Invcs- 
ti/^ations, oven --:cin^ c-o far as to take cases to hearings in sonie instances, but still 
with no final decisions, i: the vrork has b<^en ccmpleterl , what 3s holding them up? 
:%ssumin^ that such ':U.ro-recs'' is indicatl\^^ efforts to br!n<^ complaints to 

a lop-ical and lust conGlusich, it is possible that rnuch of the administration's case 
rt^sts on academically debatable issues (e,--. , professional co^iPetence for xvceivin<^ 
tenu^e^, so that the ^overnT.ent officials may be i^luctant to make a final judrfrient. 
£EJ£ ^ seen how non-professional criteria are Introduced '^^r refusing a woman^s 



denands tefore she c:ncVs -ov^irn^^ent action, ^Jt prc^ogi^lcnal incompetence constitutes 
tr/^ only lo'-^ical rround*? for denying- the complainant's dexan^^s when the oonnlalnt 
reaches an a,^,e.nny >\r a crnrt. Adr^inistrative strate^^ics to create dllemnas for th^^ 
-'government officiaLs ccncnrnin^ the pros and cons ^or ^^rantln^^ tenure or prcn^ntion to 
full orofessorial rank ir.akes it more comfcrtable for the agency t^ stand clear of 
the controversies in ju^i-in- academic quallf ications, "^ven when neutral ^'experts" are 
brought in from outride the campus to pav^s judCT.ent on the vcnan's publications, any 
Jisa^^rc^erjent about the quality of her performance compound^^ the confusion for the 
corripllar.oe officials lackin^r similar acadomlc ^-^ackr^rounds. Thus, thei^ must a 
clear riandate for renc"^erin.^ a favorable decision to the orotestin^ woman, as the 
above case shcvs^ If ad-iinistx*atcrs subceeil in raisins doubts about a woman's compe- 
tence as their only defense, a case can be laid to rest only through a compromise 
solution between conolainant and adnini^.tration, Such a settlerr^ent made in terms of 
a one-shot sa:aiy '^ad.ju:Hnent , with all the other issues of the ca->e reiTiainin^ unr 
resolved, seems to be the usual endin-^ for those fevr of our respondents reportin-^ final 
outcomes of their cas^s vrith government a/^encies, The administrator is ^:iven the 
benefit of the doubt* At the same tirr.e, by throvin^s; the 'rest of the individual's 
grievanc^■^c xtX^^ the Drocoss called .;f f irffiative Action, the co^npliance agency can con- 
veniently terminate its concern with the case, an^i the char>Tin^^ cor.plainant(s) nay 
have to berin all over a-^jain, Cne individual who had reached a ''victor/V says, 
" .0 far I have had the offer of reinstatement and t'l'^,COO, ^ut this does not cover 
rer^edies for ny ccm^.iaints of imst d iscriminatlon" ? a ir.embcr of a ^a^oup filing to- 
gether says, "^'any women v-rere ^ivcn raises above the S.S'I standard increases everyone 
was given, Wo >:ei^ also 5:lven raises (the char^rees) but no promotions, tenur»2, back 
pay, etc. '"J while the respondent scearcin"^ of a class action comijlaint says, "Ve are 
still hard at wcr^^, "e to . .; 

For despite the nud-vln 7; effect which the concept of affirmative >ct ion nay have 
on fnany campuses, it is also a process which can remain In a state of perpetual de- 

velopnient and never reach the oromlsed land, Administrative oromlses of mendliipr 
O 

academic ways throu^ih establishlnc? Affirmative .^ction Offices, a])Pointin/? 



jfficers hif^a.i them, ccndu':jtint^ compi^Viensiv^? studieo, ^tc, ^ r.ri only releasees the 
agency frcm any furth^^r cor.rr.ltrnor.t t^ Individual ^"'tr^up complalntE:^, but also vir- 
tually /marantoeG that i^o ^:nvt>rn:neni funds will never ce withheld in such an en^'.less 
endeavor. Aoademia lacki; a pi-ec^edont such as that which occurred in the business 
world wh^n 3^00 used its enforcomont powern to compel payment of "53^ million in back 
pay and incroases to women and nincrity nale eniDloycos of the American Telephone and 
Telegraph Company, And ''the university Is still drae/.rincr its feet in formulation of 
an affirmative action plan/' To ,';;^overnraent asoncios encounter more difficultie5 in 
jud5:in-^< academic oases because of their natui>?, or are they moro symrathotic towards 
colle<?e and university or'>-ani nations than towanis ^'bi^ business" establishments? 

3 1 Lack of Frocedence in Law , 

The present early sta^^o of the women's movefnent leaves much for speculation as 
to the outcorrte of cases broup:ht to court by nrotestln,'^ women f indln^^ no solutions 
elsewhere, Although many of our respondents indicate le.c^al suits anong their actions, 
none reT^ort any final court jud^rrr.ent which would set the stay;e for ether cases. 

There seens to :ye little doubt, how^^var, that law suits are treated more serious- 
ly by administrators than arf> ^onplaints with roverr.nent a/^encios, ~ven the threat 
of a law suit apparently has an effect on some administrators who decide at that 
point not to commit tv.e institution's funds and other resouirjes towaris neetinjq; the 
expenses Oi liti -ation, Ihis nay explain the '•sub>stantiar' results which one f^roup 
of women obtained because o'' the "protection of havinf^ a suit in litiration in a 
federal court," A particularly stron,^ case for an individual complainant may also be 
a df*t^rr<^nt to pressin-* a case in c^urt* 

iNOtwithstandin-^ the presence of such deterrents, our study shows that some ad- 
ministrators ccntinu*^ to follow their hard-line stratory, A pendinf?; law suit may net 
enoouragt^ an out-of--^oart settlcinf^nt. AArain, It may that asmlnistratcrs and their 
attorneys depend on the is^ue o^* comi>etenoe to provide sufficient ctportunity to 
cloud up the complainantls caao, and certainly they can deoend cn financial resources, 
\\C Of coursft, the most Important consideration in law suits is that precedents are 



set for future case::}, :iu■^ until su^h precedents are estahlishod, for the present even 
a restraining?: order Is treat^^d v^'ith ^^i^oat fanfare by the complainants and their sup- 
porters as news trav'^ls ^>viftly frcrrv oa^pvis to catr.puG an<\v is pv»hliclr>ed Ir th^ 
women's and cU^er news ir.riia, 

2, Where Sisterhood Counts 

Alth^^:^;:h ^ur p::rro5e was to study the process of protest on campuses » a brief 
assessment of our ir^spondents' experiences outside acadenla is rel'^vant to cur 
analysis, ^or ve have attempted to answer the question pos^d at the be^innln.'^ of 
this rb»rort as to v;hy acade.Tiic wojnen have not shown any noticeable successes at 
effoctuatln'^^ reform on their ^Kn campuses and departments but have nade some good 
beginnings elsewhere, Progress is noticeable in their professional associations 
wher>c? sor.y visible changes in participation have taken place throu<n their activism 
in the woir.p^n's caucuses and a^ivisory igroups. 

^it we have also seen that many of the other activities In which acaderr.ic women 
utilize tht^ir skills have already borne fruit in one or another ways wlt^. the full 
potential yet to be reached. Dispjaced an^or and fi:rowln^ consciousness thave wit- 
nessed the increasing involverr.ent of acadenlc worron in intellectual ard political 
activities mainly through their organizational affiliations av-^y riv:)m their places of 
work, ibiose women ^s organisations have provided a local and Immediate source of 
support which the national professional ^rroups have had nore difficulty in providing. 
One possible outcCT.e is that sone of the growln.e: consciousness and commitment ob- 
tained through rr.embershiD nay be transferred to the campus itself, Some of cur re- 
spondents have Indicated that this has already happened, For the strong stand of 
organisations such as the *;omen*s llquity Action Leapiie (/HAL) and the National Grp-ani^ 
■sat Ion for Vomen (NCy) . aj^ainst discrimination in higher educatlcr, the com- 
plaints filed a-^alnst hundreds of colleges and univeirsitiev^, and the attention i^lven 
to pressing claims in the courts on academic . issues have no doubt contributed to 
campus gains. 

d In other words j sisterhood has been lacklnK on campus i it Kas not lackln*? in the 

Etyc 

^^WfSPassional women's caucuses and In the other women's organizations where numbers 



and common ld*^ntlf Ication in a cause uere present, i^hatever the *c»aur^f^, lack of 
sisterhood on campus is an Important reason why academic KOmen protesting sex Inequi- 
tlos have fatlM to achieve their p;cals, Tost of our respondents filing individual 
complaints or suits have stood a]r^no on their campuses and in their dapax^tmcnts, even 
when there were other wojten present. The disturbing truth is that aoadenlc women have 
yet to help ^ach other to the dofjree needed to chanj^e their own employment oppoi'tuni- 
ties and onndltlnns of work. This occurs despite all the evidence which shows that 
sex dlscriiulnation is blatantly practiced against all^the wonen on campus* And where 
women have tec^n the lone members r^f a school or a department, other^ academic women 
have not reached across from another department or another school to pir)vlde the 
needed assurance and countervailing poweri Most surprlsin^^ly , academic women with 
tenure who have a clear advantage despite their fewer numbers do not extend a helping 
hand nor take the initiative to mobilizs others for joint action. In this respect 
many academic women seem to follow the typical pattern witnessed among their male 
colleagues. Those cf our respondents who have embraced the concept of sisterhood as 
the most promisln^r solution are still too few in number to have the Impact which 
strong collect-ve voluntary action would brinp** Certainly much of the bitterness and 
disillusionment expressed by our respondents derives from having to face a strone: 
opposition alcne, Ostracism from a community in which poer relationship's are the 
very essence for intellectual stimulation and professional advancement cannot be made 
up completely away frc^m one's place of work even when Sympathetic others are present, 
Tno mere existence of a group of women coordinating: their efforts, however, does 
not in itself 5:uaranteo successful results. ;'te have seen how a campus ^rroup filing 
a complaint toc,ethor vrere all fired in one case, 11r.ese wer^ all part-time women with 
no bar^ainin^ power whatsoever. Nor does utilisation of every ccncelvable avenue 
guarantee positive act inn . The group of women in a lai^e university who did every- 
thing possible to turn the tide on the ir campus - filed a complaint which "was signed 
by all the tenured women, *Vused "continual pressure cn the agencies to do their job, •* 
i^cludlni? oontacting a senator,^ V repeatedly to the local press," tried "block 

at the faculty meetings at which committee members are elected,** and hired a 



law/or to flip ir. Joujrt - wnro prrb?.bly net yet a strc.n^'' ercu>'h prliti':^al force 

to see ohan're on t'-ioir camDus, ^vcn their connections vlth the ^^friendly '^ean** vho 
sllpued them ihf? -"ata cn nalaries and ,^ther information had failed tc brlnf< th^ 
sous:ht"-af ter re'^-ultc. 

Most atteTiotG to act as a-oups have ,yet to oee positive results beyond some 
snail successes, -ut rosrjondents who were involved in ^?roup action have viewed 
themselves as an ener^in^ political force with a potential for chan.^e. The consensus 
was that ch-dn^^e v:as ^rin^^ tc take placp only thn^u^h collective action, 

'^irtilr.Iv "t i:/ t^r. -rxr to asro*:.^ th^ fina' outoo:ne o"* nr'^te^^t for sex equality 
by ajad^^r,:^ wot^^:; -n t^:^^ r.aticn's ca^DunR^, Ci^r exoloratcry c-'^^orth' tc 2oaiT. what is 
hcioyectr:''' d -rin^^ tr.e *rar].y vear:j the cax^,>u^» movement ""or rnfor^r: PsaKjC-e^it that at 
least thro';/'h the year 19 ^'"^ atterpts to 'jhanre err.i;lo>T:Gnt oorortiin ■ ties nnd condi- 
tions 6"^ vcrk -"^or aeadernv: vcnon have ynt to ^ritne^^r^ a.r'thln^ IcvcnT to'^^^n and spo - 
raxiic succes;j^s rn sorr.e oa^^^^j^u'^'^o^. ♦ \d'oitt^ ly , our samol*^ 7:ay include soT.e of the 
xost dit^anpointin- cas^^ii. rut it anrears that tho response ^ r'' aoaden^ic v^met: 
r-'i.j'^axir.^ f "^r a^'^.^st as nany oaJ".ou^^<'r3 and oam^jus svot^'n^s leads to the inoscapablr:^ 
orn:i]usi^'n that cn^^ v;cr:an alc-ne -^r over, ^^rouos of won:on cannot easily h^"P^^ to ohan-re 
sexist attitude:': an'l '^reot!:at<^ the necessary r^^^'orrr.:* to IrKrove thh statuv. 
c*"^ acaierriio woi:,f^n, .'leariy the T)vr'rl^''ir. is multi-di.T.f:nj.-icnal and requlrfiS 7;ulti-~ 
dir.onoiona], atrroaoh^^ ''cr its solution, ^ased ^n cur vif;w o^ those oar.nusos as 
dopicte l by a sa[Ct>le ^ \xxen der-ply involved in the mc\^eir;ent for d^-ex 0 LL<ality, 
can ocint to a ^OTf c" the ar^as where action is needed and sj'j/^-est both ccie 'general 
and spooifl i ways tc ocnf rent the oro^de^; d>i:r irr/rr-liate .^^oal is to he: r thc^ dis- 
ruDt'?d careers t*;o handi:^ds of aoadeKic woTien who liavo toen oncoara^/.ed in f lie 
qonplaints, 'lone a^x^ still waitin^^ for deternination o'' t^eir oases and sr^.e hnv^^ 
alrea^'.y experienced oer3ous aflversities In tJiOir cai^iers, At thr; sair»r> tlT.e, wt? r.ui^t 
bePiin to rejr.ov<; :ia Vr obstacles in aoaderr.la itsel^ which crchibit wo^en "^x^m re^aohinc; 



1, T>>^ ;'*''^v--'rriF'^r.t a. -►^r.-:^ -rr^t ct^as^:; t^eir *:*rcoraL^tinit Ir n r'.nvl other : jesti -nablc 
oractioes, TKmi^ ^.o little oca\t that tho ' r^^^Ticnal oC^loos take t?:^lr d^3:^oti^'ea 
from hl'Th ^-^overaiient levelr, ^•^h^.a'e f oot-dra":"/^ii;r Is l^irr^ er.cr'ira'^^'^ and the -^t-'ec- 
tlv^fi of afvir.Tativu a-^ticn d^Ullrerately subverted, They are not iV'r:r^?t?^^ntln:^ th^ 
lntoreGti5 of aoarlerr.i.? 'rjum^-rn ^hn hav^ Ti^d the ccm.plaints but rather the intei'este 
of higher t-ducatitn mana-^exent, Thrcurh delays and stallin^r, they rr^^vido adminis- 
trators Kith all sorts of e^xcaseKJ to resist xoTien and to rA\pprii;the ^tatuj^f^vo at a 
cost ^illlcns dollars in puhlic money, :ance the phrar^e ''within a reasonable 
period of tirr.e'* to rr.oau that vcT.en xay have tc> ''rait as lon^< avS three or more 

years to havf* their Go-^,':lainti:i recolved, one rni.vht question the vay in which cases 
are 'cein^ handled, rt should not he aecossarj" to vait for court lud^^rnents to verify 
the extensive dar.a^.s ';hich is hein^ done to the careen; of acadernic vo'rien who file 
complaints, Al^>o, :slno^ there has '^jeen sufficient time for all cuT.vii'ses to develcr^ 
Affirmative Action Plans , th^se should all he ir^r.^diately revles-od and a ti^cht i^ple- 
nontaticn schedule established, 

i The government agencies shO'Uli'i n^t i:^*nore the comolaints of part-tiifie women Mho 
arc an Imoortant »)art of the academic labor force. This is a highly div^orhTiinatine 
{ractice vrhich denies vcr.en their constitutional rirhts, 

3. An acoeals process should be instituted fclloKinr d<^torn!naticn* of cases by .•;rv- 
ornnent a^^encies or eitrloyers which a.re conslAered unsatis'actoiv ^3' ccrr.plainants* 
3uch acceals should Include charges concerning: the effects of |e lays in resolv^n/^ 
cases and any accoTt^^anyin^^: harass:nenti 

The secrecy vh^.ch -jerineates the entire pro<^oss ^f comi;:liance shouli ons Tlio 
repartraonts cf Lalor and *v"h should accumulate and oubllsh data on cases o*^ sex 
discrimination as systematically as they d'j for ether activities, Includlne fol?.ov;--*j 
uDs, A'j:encies should ;:eeo cc7.T>lainants and employe i^s infori.icd of the prorress of 
each case I furthermore, they should riubliciTJO the statu?; tf complaints and eveiy 
^^"'f innatlve Action Flan rather than sclectinrc what they consider to bo newsworthy, 
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"Ty.is f^ould be accrr.r>ii on a Tionthly or ether rjerlcdlo lasis, There is also r.c 
reason why agenr-ies should not advortlse and circalate model plans f-^r other instl-- 
tutions to follow, 

% Awncies should inQ.lude on their Ktaf^a women havin*^ academic credenttalf3 and 
excerienco, in addition tc uroven commitment to the wonen's movonent, l^.e limitation 
of hi^^.er staf^ ocsiticns to black males not only enccura.^es the sotting of \3nfair 
priorities in n^any o'fiops lut also shows that sex dlscrininaticn is he in':' practiced 
in the very a'7;eno3es de<^.i.'^,nated to investigate sex discrimination, 

If understa2''''in.^: and tud^t are indeed problems, additional funds should be put 
to th^ task of eliminating backlor^s. '-'ouever, our close vievr of women involved in 
cases with Ki;l and ether a •'lir.cies indicates less a fundin^T nroblen and nore a situation 
of i?:norance about aca.denic Iristitutions and a venerab'^.e attitude towards academic 
taplcyerc. One su^-estion to offset many of these handicaps would ho to establish 
advisory groups for each ccmplianc-^ office which would include practicing academic 
worsen and reoresentatives fro.m women's yronps and professional associations, all of 
whom couM help in rendering ^'airer and cpeedier judi^;ments of cases. 
?, i'ost iRDortantly^ almost six years after Executive Order 11^^*^, it is about time 
that ac^encies should 'ce^xin to imnose sanctions on employers who fall to resolve 
complaints or who aro harassin^-^ complainants, This means withholding funds for even 
cne^ individual's case where discrimination has been substantiated and. not corrected, 
To wait for a persist in^^ pattern of discriminati n (usually involvln^C introducing?: and 
implementing an A.ff iiTiati ve Action Plan) not only ^cuarantoes that penalties will 
never be imposed but a^ain constitutes a violation of a woman's ri^-hts, Arencles 
should not accent as sufficient evidence of compliance the administrators' practice 
of making small token ':'estures ad^ Infinitum, s'ithholdin^^ (not just delayin:^) funds 
from even one institution for proven discrimination rr harassment a^^alnst an indi- 
vidual complainant :;culd serve as a much needed oxanp]e to other institutions and 
undoubtedly hasten CO ipliance, 

.■ ■ - * 
Acadgmic Re forms > 

O Gonslstont and fair policies and r)ractlc^$ should be clearly stated for* rejTlster- 
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ing all rriovanc^^i - ^;ox related or not - appealing" decisions, and i^colvin^ dis- 
putes, especially those in whloli differences of cpinicn cccar in matters of i^ro^^s- 
cicna] compe t^^no^ , 

2, tyaluatlve criteria Ui hirinr:, prcrr.otion, tenuis, and firing should "be T^.ade more 
explicit, 3uch criteria should te n^ade kn^wn to all candidates tefoi^ hiring takes 
place, rroccduxx-s -^or evaluatin^-' teachin^^ and research performances of all the 
faculty shoulc bo estahlislied, Criteria for adnlnistrative positions should also 
tc pire--doterrr.inod, and adir.in is Orators should to evaluated on some regular basis by 
faculty and staff, ^ 

3< All acadorr.ic and ad-Tiinistrative open5nr:s sho\:ld 1x3 openly and widely advertised 
at professional raeetin^^^s and elsewher»3, 

'Jxcept on rare occasions, all non-ladder and non-tenure T)ositions should be 
eliminated, and part-time err,ployj?,ent should command the salaries and other privileges 
and benefits, as well as the obli5--ations, on some proportionate basis vrith full-time 
positions, v^ampuc^s still practicing nepotism should immediate ly abandon such 
double -standarcl practices. 

5. recisicn'-nakin^ ^'Olicy should ce clearly understood both apart and in relation 
to affirmative action, Departments should be apprised not only of the Affirnative 
Action Flan for that t^articular campus but also of its ie^al imp] icat ions . And it 
goes vrithout sayin^^ that they should te involved in its formation, 
Pro f e ss io nal A ssoc ia t ion s < 

1, The prxDfessional ansooiationc should" invest i ate '■/rievances of sex discrimination 
on caiT.puses relative to vo^^en in their own disciplines and exert pressure wherever 
needed, Includin-r censure, for the correct ion of inequities and for other unprofes- 
sional or unethical ccnduot a^;alnst women* The latter would Include cases where 
; (a) co-authorshin is denied without basis, (b) def^adin'^ connotations are ^^iven to 
introductory or other courses through assignment to women only, (3) differential 
standards based on sex are applied to faculty teaching, publications, and '.•^x^aduate 
student examinations , (d) dissertation topics related to women are refused , and 
O ' character assassination and oth<sr questionable tactics are used to debase aGademic 
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collea;-^ueG at h^arin^j,^ or olfiewhere, 

2, Ir* addition to ::eepinr and p'lblicizinp; the statistics of Komen^s participation 
in schools and deoartnents , the profossicnal associations should ur^re scholarly 
attention to the sex variable in all the research conducted in the profession and 
discourage and even conderr.n productivity v;hich reinforces sex stereotypes or demeans 
women iu the discipline's literature. Thin task should not he left to Komen^s com- 
mittees but should be systematically confronted as a rr.ajcr problem in the profession, 
The su^wstion is included here as only one of several ways in which the professional 
organizations can chan'^.e unfavorable attitudes of colle^^e Tjrofe^sors, especially 
those who write and assif^n sexist articles and books to their classes* 

3. The professional associations should set ud ^^idelines to help departments estab- 
lish and deal with the evaluative criteria mentioned above relative tc recruitniont 
and aivancement in the profession, A few of the questions which may be confronted 
are as follcwsi \b) should lack of a Ph,D, degree deny tenure or other merit or 
opportunities to teach in /2;raduate or summer pro^^rams, (b) what are the best teaching 
methods for the particular discipline, (c) what constitutes excellence in research 
and writing, and (d) how many publications and in what journals makes a scholar in 
the field? Although there may not be definite answers, these and related questions 
are raised ever and over a,eain in the experiences of our respondents, I5ach profession 
DUst begin to ^aople ^rith them since they speak to central issues of both profes-- 
clonal standards and credent ialism, Unanswered, they not only encourage manipula- 
tion, but they also reinforce stronp^holds o^ buddy systems and elitism which make 

It virtually impossible for academic women to receive equal treatment. 

If some of the above sup:^estion3 appear to be non-feasible for national assocla^ 
tiono to confrcuit and administer positive action, it may be that some of the work 
should be underta!:<^n cn regional, state, or local levels where such arrangements are 
not presently in existence. Ways must be found to introduce and enfoatee professional 
and ethical codes, vrhether these codes pertain to sex discrimination or something 
else* 



Tn c:rr; vlu.^ , v. -.^nt sti^iy ha^. sFicwn that uomn v:ho teaoh or desire to 

teach In the nation's colle :og bxA univerr^itles have ^ound that quiet, (U-<cnif led, and 
reasoned arf:urr:ents b?.o'-ed by vul'';y evidence dc not easily penetrate the thick walls 
ox prejudice and dtsori'iination. Dissent is not tolerated when it cciTies frca academic 
wofnen seeking their equal share with their ir;ale collea'^aes, The most disturbin^.C 
f indin-n; has been a lac a of real conir.itment by the campus leadership to respond posi- 
tively to the appeals of wcrion clalrnin,c^ sex dtscrin:ination, thus inviting the inter- 
vention of the federal and state bureaucracies. Colle/:;e and university administrators 
have failed to realise that, at most, affirmative action is but a temporaiy mechanism 
designed to h^^ln institutions lackin^^ skilled mana.^ment and favorable attitudes to 
confront discrimination in sonie of its more visible dimensions. If the accounts of 
our Irespondents concerning the treatment they are roceivim^ because they protest 
seem exac;gerated, the evidence they submit is duplicated from campus to campus- 
across the counti'2^, lar'^ and small alike. fe can only conclude that there is some- 
thing seriously Mvonz when those who administer hir^er education abuse their powr 
by flouting laws and soendinc; 4*^^lionk*of dollars fightln'^ women with a personal 
vindictiveness borderinf-s on cruelty in many cases. Since the ultimate blame must be 
laid at the door of those who administer our colleges and universities, it is here 
wherc a new and difi^erent sense of responsibility .must emerGe to remove bo'th the 
institutional roadliicks and discriminating' attitudes, The task ahead would be infi- 
nitely easier if tokenism viere to be reolaced by genuine wed faith efforts to speed 
the equalizlno: process for all members of the academic community. 

Given the continued resistance by academic administrations, there is now a 
strong necessity for academic women to coordinate their efforts and to press for 
the needed chan^jes tn a spirit of sisterhood and on a broader scale than has occurred 
In the past* There is an even -rreatcr ur^ncy to reach the wofnen who have been fired, 
blac kl is ted I or '.rho are finding their careers in a state of temporary susponsicn or 
Jeopardy, The complex problems of attackin'^ the bureaucratic ineff icienolesi Incon*- 
sistencies, and malpractices of government a^;encios will demand the contlnuln^^ and 



incroar.ln '' cornTiltMoat, skills, and power of tho national wo.tien'*? and other lar'^e 
political or/Tanl7.ations, The wonen's groups affiliated with the professional associ- 
ations must demand that the associations extend their networks of influence and 
action to the campases and to their collea^?ues who need help. And all the other 
individuals and f^roury^ closely connected to the over-all functioning^ of academia - 
trustee boards, alaT.nae, foundations, accrediting boanis, le^^^islators, AAUP, and 
other organizations should be pressured to increase their commitment to chan<Tin,<^ the 
status of academic wo^.en. 



